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A OSTULY IN GARE PLAGKIRG FUR NAVAL 


SUPPLY CORPS cPPiceRs 


PART O8@ 
INTROINCTION 


PAs ONT (TaTUS OCF CAREER PiANNI®O ALORA KOH 
Is the past year there hee been en incressing 
yheaeia on Career Fleanning for Navel officers, Thie hes 
1 evidenced by widespread interest smong officera in all 
riches of the Navel Service end the publieation of a recent 
ries of articles in the ¥.S. Naval Trainlug Bulletin, of 
werticuler interest is sn srtliecle on Gureer Flanning for 
ply Corps (ffieers in the Auguat 1948 isev6e which Gi ecusased 
reer Patterns in generel teres and sucsourized the technical 
Foat-Greduate treining opportunities an individual officer 
; y ve arfordéed to supplesent hie career as it develops, 
| The Classification end Field “esearch ireanch of 
Bureau of Hevel Personnel haa elao been concerned with 
Planning and has just completed an inveatigatian of 
imal duty secignment patterns snd other euccess factors 
in the careers of 1029 selected Line officers, (2) 
| 


in addition, certain other research projeota now 


process or already completed may be releted, in part, 
th certain pheses of Carcer Plemning.e In thie category 
\e@ @ survey conducted recently by the Dureau of Nevel 
sonnel with a selected seaple of Negular USN Nevel 











ufficera in a1] crategcries which geught to detemsine, anong 
other thinge, opinienes end preferences cf this group of 
feval Orficers with reapect to es career pattern in which 

he main tendency waa defined se primarily “logistical or 
echnical” as compared to a cereer pettern described ag of 


“line, command or cperstionel" nature, (3) 


SESSION OF THE BURRAU OF SUPPLIES ARD ACCUUNRTS 

In order to eveluate properly the setting of 
his research project, 1t is importent to underatand the 
sie miseion of the Bureau of Supplies end Accounts and 
ite Corps of Supply Officera, 

In accordance with Navy Regulations, the Bureau 
£ Supplies and Aecounte is charged with the following 
neral responalbilities of the Waval Establishment, (4) 


Sa ene tee eee SSS a SS ae 


P(1) The procurement, custody, shipeent, warehousing, 

Lasue, saie of, and accounting for, all supplies 

| ineluding feod, fuel, clothing, general stores, end 
retail store atoeck and other property and services 

(2) The cverdination of the Operstion of the Navy Supply 
&yeten. 

| (3) The eontrol of the Ravel ctoek Pund, the Nevel Working 
Pund, the Neval Precurewent FPund and the Clothing ané 
ome 12 Stores Fund, 

(4) The procurement and disbursement of money for the 

| Nevy, and the peymwent for meterial and services 
procured for ak Kavye 

(8) The keeping of woney and property accounts of the 

| Navel Keteblishnent to include appropriation and 
eost accounting at shore activities, end cont 

| inspection under all types of cost contracts, ineluding 

| audite of the books and reecrds of contreetors, 

| (6) The edministretion of a centralized storage operating 

| organisation for the control of all storage faellities 
of the Naval Eetablishment. 

(7) Authorizing and crntrolling the transpertetion of 

wavy property and of authorized Saggage of Navy 
Perecnnel. 
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(8) Chertering merchant vesaela for traneportation 
purposes; the losding anc unleading of eargo ships end 
tankers zy and preeuring, cperating and adminietering 
earzo terminal fecillities, to inelude the procuring 
ang asaigning of stevedores,. 

(9) Preparing information end instructions regarding income 
tax and the Gissemination thereof throughout the Naval 
Eateablishzent, 

(10) Preparing ané revising the Nevy Travel instructions, 
jointly with the Bureau of Navel Fersonnel, 
(11) Pixing the prices st which material shall be expended 
from Navy Stoek Account. 
(12) Certifying to the Gonptroller General of the United 
States eny charge against an officer or agent of the 
Navy entrusted with public preperty, whieh eharge 
ariees from any less to the Government as to the 
property entrusted to him and cecuring through hia 
fault." 
THE SUPPLY CORPS oFrPicHmt 
The total namber of Supply Corps Officers on ective 
i@uty es of 14 June 1045, the latest svellable figure, was 
3061 ineluding 625 Chief warrant end tearrent Orfieers,. (5) 
Of this number, 2507 sre claesified aa Regular USN Supply 
‘Gorpe officers, 
Thiae researeh pre jest is selely concerned with 
/Reguler USH Supply Corps officers. any of these of ficsers 
heve had grestily civergent beckgrounde of eiviliean ané 
military training ami experience. Thia group of Supply 
\Offieers entered the Regular Mevy in several éifferent ways. 
The majority sre ex-Reserve Gfflicers, either Supply Corpe 
|\or Line. However, a number are Naval Acedeny Gracuates, 
|Some received comisslons direct from Civil life, Naval 
/RoTe units or from a former Enlisted status, 
| In the course of his career, on individual Supply 


offloer may be ocrdereé to « great variety ef duty essignuents 








commoniy known as billets. Some of thewe billete are of the 
type in which the emphagia is on the overall general Supply 
function while cthers require specialized teehnicel skills 
and knowledge. again, billets may be esaentially sdwiniatrati ve 
or primarily operative either in a lurge organization or as 
part of a amell independent detachment. Billets exist for 
iSupply Corps officers on the malority of Haval Yesasels and 

(on practically all ‘tefts, Commenda and Shore Stations, in 
|the Continental united States and at overseas bases throughout 
| the world. 

| It is in thie setting and with this group of cupply 
|\Gorps Officers thet thie research prejeect in Career Planning 


‘hes veen undertsken. 
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PART TWO 
STATLAENT CF TRE FRVBLEM 


HAT GUNSTIPTOTES SUCCESEFOUL CANREA TLANEING 
Suoceseful Career Planning la dbelleved to be 
pendent on the developvent of a career sattern whieh 
presents #« meaningful succesaion of duty asalgmeenta 
hat have deen designed te develep the profesalonel skill 
| the individual Supply Corps Officer queliffing hin for 
y asaignweents of increseing importance and responaivility. 
eareer pattern eo developed should ensbvle each officer 
to realise fully his own capabilities aud persit him te 
achieve his perwonel objectives of an honorable end uaeful 


, in erees of his greatest proflciensy and interest. 


OBJECTIVE OF THE RED RARCH 

Accordingly, the objective of this reseerch 
project is to examine certain sapects of Cureer Planning 
in erder to detersine the attitudes of a representa tive 
|senple of Supply Ceorpe Officers relative to Career Planning 
in geceral. In addition, an attempt has been mode to 
ecortain their sugiestions relative to means by which 
— planning sas. y be mode more effective, 
Related to these basic concepta are a group 
\of more speeific questions around which this research 
|pro ject hes been orgenized end constructed sa follows: 
1. What are typical Cereer fstterns for Supply crricers 


| 


in various renkea? 





we <9 


a? at * Wheres | 


CAPA) GS le ® Vee 18s, 
en oe eee ee 
oe eee ee ae emt ee 
| cso et © wiltewrest ltgeleee « 
SLES bee eee ty BALE 0 mee cent ead 
wil add padptling Geerrw epee chum Cat ie! ree 
OL immeyeer me weemmomd AR eS ke ae ade 


ten ie Pree teres ee ee 






















Keiend tes eantatnen tink okt te nave od « 


an ete wv 

ee ch we peut en mae vel aedtinens 
pele) unt) metre Glarens mekeene tS 
rh winpemgen «Ue eateniave way anlg@rqoys oA verge 
eee) ee oe Or ele oer LG tet ghee Be 
A Re ht et Mem ts Lee sony 
AD OF wae ot elton Cimat ake 
- ATE come Bem ef pa ey | 

irre 4 he erekaes Tee ON Ae eee 
er een en 8 Lee FE THA OEE Re ALIS ee es er 
1OmrSES) 28 WN fimere Lae OCC ARMHT. meee oat ban! ory 
i ee Pa ane + 

> Somat ocr Veer s/ 


















Ze 


Te 





Bow Go the officers ineluded in taic atudy rate their 
overall career patterns and the individuel billets they 
have held? 

In the opinion of the officers surveyed, what are 
especially desirable and worthwhile billets thst micht 
be u*eful in the construction of standardized career 
patterns for the various renks? 

Bhat weeans have these officers used to select or pattern, 
in @ny manner, succesagiva duty agsilanzents and how 
successful have they been? | 

Mow much eignifleance dv these officers feel the cholce 
of an individual duty patiern will have 1: Suture 
assignments? 

How much Information do these officers tsve reletive te 
Cereer Planning and what ere the best e:urces of this 
Geta? 

Whet la the reiesticuship, if any, between the weighting 
of generel sdventeges and dissdvaenteges of a Naval 
Career, rated by these cfficers £:.4 those adventages 
and Gieadventsgos that are mere closely related to 
Career Plecning and the developrvent vf career petterne? 
How Go the cffileers ineluded in thie study eveluate 
their career in proposed length of service at this 
tise? 

‘ould it make any difference te these officers as to 
enticipated length of service if - 

(a) They hed a greeter opportunity to pertlolcate in 


Gee eee Geel t  k8/ 4s Pele bel eves) ~—- ab = 
Wels eeekits Jeeves Ww See erties seer Limes 
thee of ee . 
Oto Ge tegen over tr%: ate te neiiee Oe wi. 
bende bom reel ta ai Comdane wry A TVEN NEEM TLI6ks mows 
teense beeliasiuats a aulyqunserns OM al Letom of 
Pade Ow Pee OP OND tepeEer ty 
SINS Te AWAtye ot heme amenis coms YR Mente Om 
Oe Bee efteegitee Wk eres Amer Ge a 
temper yous eae Le teretey 
ee ee 
NT 00nd pe deers ef 
aan _ mle 
(04 OPZPRIRT Same YR it ye tyes ot et amele! ease vet 
ee ee ee, ee ee 


































Veered (6 STE Ff leweh Ot Ree ge tecaty emmeet 
AR ETy CLARY ANY ot Pol hWiTevesktDs Ge Oe Oe 







ee ee a vases“ mr we ie) 


A 


planning thelr cereeref 

(dod) A new pay bill ia passed in substentially the same 
form as originally preposed in the recomendations 
of the Civilian Advisory Conmmiesion on Armed 


Services Pay. (7) 


10. Finally, what speeltfie sugsestions do these officers 


beve for the deaign and accomolishment of more meaningful 


and effeotive career plsnaning? 
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METH JY KSA ROH 


CELACTIUN UF FRE MARY ASLEARCH INSTRUCENT 

There sre several methods of research that aight 
be employed in an investigetion of this nature, FEovever, 
in consideration of the time and facilities available ané 
ithe desirability cf seouring a large anc represents ti ve 
rendom sample, the familiar questionnaire seemed bent 
jguited tc echieve the ende desired, Therefore, this 
| ethoc was aclected, but with a full realisation of ites 
tatteti one, perticulariy its tesdeney to force answers 
ints pre-conceived categories. 

Ags expressed by one officer in the "Llot ‘tudy, 
It is apworeciated thet objective questicns are necessary 
iin order that results may be cumpered on @ conmon basis, 
|Hotwi thatand: ng, I felt on same questions o desire to 
qualify BY &. ewers one wey or another as my exuct feelings 
eould net be expressed." 

An attempt wae mede to minimize this fault to 
some extent by the uso of openeends on many of the questions, 
were gsiso acaled with « ranze of four or five choices 


Lee than ea aimrle Yee or Ko reenonse, where possible. 


ce 


LLOPMUNT AND TRST1SG CF THR KR. PERIMORTAL QUEDTIUNSALAR 


Prior to the cunstruetion of a questicnneire, 





interviews were o.nducted with a nueber of tupply Corps 
uffLleers in order to determine some of the basic Lasues 





ireleted to Career Planning. Additional time was srent 
examining the various poasible research approaches to the 
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problem of Career FPlenniuge 

Vinally, an -«perisente] Career "lsaning 
Queetionnaire, (See Appendix 4), was developed end 
pre-tested in a pilot study of 31 ranéomly selected liegular 
UEN Supply Corps -fficere in the ranks of Lieutenent (J) 
to/and including that of Commender, distributed ez 
{ndieated in Table 3. A Sollow-up post ecard was matlled out 
to the Pilot Gtudy sroup in order to secure the most complete 


response possible. 


TABLE 1 
RESPORSE uF REGULAR USK SUPPLY CubPS  FPICERS 


ITC RAP RRIMPPTAI. CASERR PLAY OLAS QUEDTTONRATAE SEXT CUT IW 
THE PILOT STUY 


wiSs Sent Gut Noe Jeturnes _% Heturn 


cn. L ; e0. 
own. v w 100. 
[= ° 7 77.7 
Lt (JO). —£.. S$. Th 
Totels S21 a5 80.6 


| The anawere of this group of officers were checked 
in order to determine the efficiency of the individual 
questions in gethering information dealreé and how well 
|the questionnaire, in general, was working. Perticuler 
ateention wes paid to auggestions relative to the content 
lene wording of each question snd comoent offered to improve 
ithe questionnaire as « whole. 

Certein changes were made in the Career Planning 
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Queationnaire lergely as o result of the Pilot -tudy (See 


Appendix & for a Su mery ef theae modifications). 


TEE GARBER PiAMRTOD sUROTIV#BalRE 65 REVI OED 

The Career Plenning .uestiornsire in the form sent 
out, (ineluded aa Appendix ¢), followed the series of questions 
— have already been indleated in fart Twe, -tatement cof 
jthe Pr-blem, The following snalysie further eleborstes the 
eernen in minds 
| 4 = These questicns sre cesigned tc identify the 
Les of officers snuvering the Cwreer Plenaing Questionnaire, 
ase group, md to furnish s basis for any comperivoun data 
|thet might prove userul,. 
suention 5 - here the Orfricer indicates whet hie own career 


|jpattern has been end rotes evch individusl tillet held. 
| 





beestion 6 - Again « rating le required cf reietive satisc- 


— in three seperate chrenoivgieal perlods of en 


}officer's cereer, Fre~'ar, Wertime snd fost-ter, 
-uestion 7 - An attespt to fine the billets most worthy of 


| 
| inelusion im standardized oureer patterns, 


/ 


\Guestion 8 - Another evalusticn response, in this esse the 

| totel career pattern of the officer to dste. 

| Questions ¥-1] - The core idea behind thie group of questions 
ts whether it is possible for officers to plan sauccessfully 


| 
@ career end if so, on what besis has this Career *lanning 





taken place. 
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Questions 12 and 15 - Now importent is Career Planning to 
the individual officer when rated with other more general 


advantages and Glaadventages believed incident to a Naval 
Career as a whole’ 
ueationa 14-16 - Here an attempt has been made to determine 


the anticipsted future tenure of service for this group of 





jofficere ss well se the modifice'icn in these estimetes thet 
| ight oceur with ean increased participation by individuel 
occucers in Career Planninge Algo, the changes that might 
|\@evelop in the event e new pay bill is passed in substantially 
the same form aa originally proposed by the Civilian Advisory 
Comvulssion, that is, increesed psy end eltered retirement 
provisions. 

~ This is essentially e suggestion box with an 


eportunity for the individual officer to present his cwn 








eories on how career pienning may be made more effective. 
Ife elsc has an opportunity to “sound-off" favorably or other- 
iae on career plenning for Supply Cerpe Ufficere. 


ELECTION OF THE SAWPLE 


The sample of officers selected to be surveyed in 

habs researeh project was drewn from the renks of Lieutenant (JG), 
De ceebeste, Lieutenant Commander and Commander. In each of 

jthese ranks, one third (33-1/3%) of all Regular USN “upply 

Corps officers, as of 15 vebruary 1949, were chosen. (6) 

Thie selection was not entirely rendom as only 

nemea of officers on duty in the Continental United States 

oo used, wherever poseible. “herefore, the sample is not 


‘Completely representative of the whole group of Supply Corpe 
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a in esch renk, Wowever, it ie believed the senphe 
hosen sas sdeqyiete fur purposes of this study os af answer 
a would be present in say event, The reason for the 
Ce of the semple to officers on daty in the 
eontinental United Utates waa tc expedite the return of the 
ic reer Planning westionnatres. 

| ‘thin the lisaiteations whieh have just been 
|tnaicatea, nemes were selected randomly from a complete 
listing of Supply Corps -/ficers in each of the ranks 
surveyed. No Temporary, Limited Thity, “eve or Reserve 


ew on ective duty were included in the sample. 
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PART IV 
PRESENTATION oF ERRSULTS 


SURMARY UF GRLUP SLO" UNL LRG 

The Career (leaning ueectionneire waa walled to 
lithe Supply Corps officers included in the sa ple selected 
on 18 April lv4e. The termination date for return of the 
questionnaire wee set se 50 June lv4¥ in order ts permit 
eufficient time for analosia of the resulte, Approximately 
fifteen additional completed questionnelres were received 
efter this date, These were not included in the resulte. 
The number of Cupply Ccorpe officers surveyed together with 


| the response mede for esch rank and for the totel group 





| eurveyed, 4a indicated in Table II. 


TABLE IT 
RZD? WEE OF RSTULAR UCR SUPYLY CunhPS CPrPICaRS 
TO THE CAREER PiANNING QUENTIURBAIRE SONT vvt 


CMOR. Pr 6S 66.8 
LOMDR . 172 119 69 2 
LT. 168 108 62.5 

Wass). 143 106 _7aed 
Totele 877 ws ee. 


With respeet to the quantity of this response, 
| officere in the rank of Lieutenunt (J0) mode the beet 

| showing with a 74.18 return exceeding thet of the other 
renksa surveyed by approximately 5%. rom the stendpoint 


<6 teliw oe 6 ieee She! yeh et 
Bedenler cineee emt ol Gere! wren /W mS Chem ot 

CAE Se rT tk me Kae Htns ey joed lies BC me 
ners Sb mo ak Wend a hn Yk ae 
Wada reet ealeraie way Se Rae kbnw 49 amit 7 
“saw time ie temunfne? som 
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of an overall eatimate of quality, the responses of 
Commanders were euserieor,. The questionssires returned by 
Lieutenants tended, as a group, tc indleate an uncerlying 
tensicn. This feeling seemed to be present and revealed 
in some of the coments meade, 
Persgnal dete furnished dy tne Supply Corps 
Orficera included in this study 48 swamerised in Table Iii. 
ioe perticular interest is the disproportionate mean age 
rene which exists detween the renks of Lieutenant 
(Coamender an@ Lieutenant. Thia gap ie only 1.1 years 
wheress thet seperating Commander end Lieutenant Commender 
jis 6.2 years end Lieutenst end Lieutenant (gG) 3.6 years. 
ere is also @ consideradle everleping vetween ranks, 
| 2 wn exemple, the range of ege for Commenders ie 52-32, 
20 yeera as contrested with that of Lieutenmt 
ere with e 38-20 renge, or 10 years. 

VALUATICNS WADE 

Each Supply Corps Officer wes sexed to seaign 
reting fer every supply Dillet held. This rating wees 

on es series of statesents thet have been ecaled 

ith reference te the ostimeted value or the billet in 
personel céreer pattern of the offloer concerned. 

Approximately 90% of all billets held were rated 
in favorable categories, Of interest ta the similerity of 
tinge regerdless of rank. This data is presented in 
able IV, 
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TABLE I1f 

CUMPILATIUN BY MAHE UF PEI 
BY REGULAK USN SU!) LY 

ON THEIR CAREOR FLAMR INU 


DSBAL DATA PUIRIS RED 
CORPS UPFICERS 
AUB2 TI UNNAIRES 





Lown Ut unio 
119 105 106 
age of officer 
mean AS® «6 © + + 6 © wo eo te w)| 68681 650.7 «O27 O1 


| Remge Of AgeR «4 « s 0 0 0 co ow o ShSL FG-BSB 42-86 W-zS 


re active Commissioned Servic 
Meen Years «6 + so ew 6 © © 6 | dG 82 666 400 
Range Of Yeer@e . «+s ee s @ S2=7 12-6 wos 7-3 
eS 
| 
| Simgie@ »s © eo eo se ee eo wee 3.8% 10.1% 10.54 23 .€% 
| M@rried ses ste sesee seve wv 8K By. ¥% 88.65 76.48 
| Ho Children ..--c+e-cvr-2ee 8,26 15.9% 16 .O% 24.7% 
Ome GAlib@ 6 ts - cw eo 6 6 6 6 34.4) 82.74 372k 42.0% 
| wo Children... s+ «+e S11 SY. 4% 29 68 
Three or Nore Children . «. « e £26.38 12 18 19.8% 3.74 
) 
| Academy [reduete . « © « 2 @ © 40 02% 10.1% 12.4% 24.5% 
| Line Trenaeferee . « «© 2 © © @ 41.3% 25 2k $3 ..5% 38.7% 
Reserve Transferee . « «© « 2 « 32,5% 7960. 72.4% 54.7% 
| RPC or Direct 
Prom Civilian [ife .« « »« « 2 » 14.3% 12.68 468% 5.7% 
| Pormer Enlisted Service ... « 4 4.2% 20.08 35.6% 





Less than 4 yeare High Seheol . 


4 Yeers Wiagh fehool . . 
3 or Lessa Yeera of College 
Opllege vegree « « « « « 
Post-Oraeduete Work .. -» 
Post Oreduste Ceyree . -« 


e# e@ 86 @ 





“a 4 5 iL ras 
LJ - ‘ +. j ‘ oe 
eri . 4 ~~) - eo -— a 


4 4. 2 FR _ Yoetbas 
~~ = wb @ orld 


tie BL Se, 








- 


a 


vasa | 








ree the eo @ 
teres ses Oomk 















i6 


TABLE IV 


PRRCERT ARALYSIS EY RANK VP Ae GINGS BADR BY REGULAR 
USE SUPPLY COR?S oa PICENS POR BUlPLY KB LLOTS 
HELD OF THE BASIS OF TRAZR VALUE IX 
A PLAGRURAL CARBLR FATTORA 


| CATEOUR SepR LOW LU Le 
| 
Number cf Supply Billete Held 636 718 4621 373 


Th e duty wee definirely of great 
lue in sy personal career pattern 71.6 7025 64.1 75.2 


believe this duty has been of 
value to my career 18.¥ 19.8 26.2 16.7 


fhis duty will have little or so 
Preet on RY Gareer 504 $2 €.0 €26 


is seems to have been u repetition 
previous duty und of little vaiue le? LoS Led 22) 


heve been reterded 
y seaignoent 1d le4 1.68 1469 


My carcser ms 
with this 






@ Gduty would bave been of 
eter value later in my eereer led 1-6 «8 


| 
| 
| 
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Teole V ie 6 summary of the extent of setisfection 

xperienced by Sugply Corpa -fficers Le three, seperate 
phasea of thelr careere, Apparently the peak of contentxzent 
with personal career patterna ocecuread in the period 
iamedistely preceeding World ‘er II. There waa a silicht 
lump recorded for wartizce esreer patterns but thie trend 
| s been reverged in the post-war period with satisfaction 
| nee egain appreximeting ite preewar high. 
Table VI gives an eveiuaticn of the totel career 
tterns to date for thia group er officers. The response 
ie egein fevorabdle with the majority cf officers either 
Li-astisfied that their duty essignments fit into e 
ningful cereer pattern or represent a logical sequence 
villete. 


CAREER PATTERN UNDER SCRUTINY 
Tables VII and VIIX were developed from e detelied 
nalysis of the individual career patterns of «11 of the 
ply Corps Officers saswering the Caroer Plenning 
ationnelre,. 
It ie velieved thet the percentages indiceted 
) 
‘or duty loeaticns ere distorted to an unknown extent by 
veral fectors, namely, the biaa cf the sample itself to 
ontinentel United “tatea billeta, und the unsettled conditions 
er whish e811 of these officers heve served, particularly 
ing World Var II ené in the edjustment period iemediately 
Ollowing. ‘Therefore this grup may be atypical. A randos 
le of all officers regerdless of the lecation of their 


resent esaignment would present a more accurate estimate of 
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TABLE V 


PERCENT AWALYSIS BY RAGK OF RATINGS BADE BY 
REGULAR USN SUPPLE CORPS vPPLORRS 


POR SEOA MATE PHAGES 


Well-Setisfied 

Satisfied 

Diesstisfied 

No vervice in thia feriod 


WelleSatiafiad 

Setisfied 

Di seatisried 

Ho Service in tiia Period 


Well-Gati sfied 

Seti selied 

Diesetiefled 

No Service in this Period 





Sep 
63 
84.1 
143 
»0 
1.6 


61.9 
30.2 
7.9 
29 


rR 


119 


58.1 
24e4% 

08 
ay | 


56.3 
$6.1 


7,6 
00 


60.7 
25.2 


Sei 
0D 


=" = 


105 


7.6 
3.8 
208 
65.7 


42.9 
3 eS 
408 
oO 


5503 
36.0 
8.7 


106 


18 


PF TRELN PO _RAL CARRERA CATTERNS 





LTG J 


56 
5.6 
o¥ 
67.9 


49.5 
4525 
6.5 
§.7 


36.8 
407 
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TABLE VI 
PERCERT AZAZLYEIS BY RABE oF BATINGRS MADR 


BY RAGULAR VON SUPPLY ClCRL FPL CERS OF 
THEIR POTAL IROL VIbvAL CARUER TATTENBE T. DATE 


Wives vrnseweoeosetesnpvseveossa lig 105 106 





I am well sntiafied thet my duty 
aesignmenta seem to fit into & 
meeningfal career pattern « « « « e 4269 SB06 34.6 33.6 





On the whole, my career pattern 
seems to have followed a logiecel 
sequence of exeignmente . 2 « 2 «2 6 #8 .6 37.8 3.0 $1.1 


my career pattern seems to 

| Fepresent a forced compromise 

matching my own personal desires 

with the needs of the service . . . 18.0 1504 259.5 19.58 


On the whele, ) em not eatiafied 
with certein uspecte cf my career 
pattern. cwever, perhaps chance 
haa not ucted in my favor . os « « 6 5 6.7 3.7 8.8 


1 have had too meny duty 

assignuents that seem to be 

“dead-end” billets and therefore 

feel that my persons] career 

pattern har been generally une | | 
eetiafaotoery «s+ ss 0 ee 0 8 6 oO 1.6 8 4.0 ed 


| Miacelienesoue responses .« o « « 6 « 406 267 1.0 ® 
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PRRCENT ANALYSIS BY RAQK OF RUTY PATTON LoCcasI 82 ON TRE 
BASIS UF TOTAL NUNRBANR GF TRVASKTE BILLINGS Melb, 


JfaOR 


T18 


e4eH 
14.¥ 
60.7 


We me 


461 


15.7 
11.3 
75.0 


Lt Jo 
373 


21.7 
Bot 
63.% 


CAT HG SRY CaOR 
> yi = 
Ses ZGe4 
Conts nentel United States &7 69 
TABLE VIII 


CENT ABALESIC BY WRE uF DOTY PALTIRA LUCATIONS ON THE 


ON THE BAEIS OF TUTAL MUMBER UP NukTES 


+ . * 
p 74 » 6236: 
"1 es 


Continental United Otstes 


29.5 
16.3 
61.2 


27.0 
16.6 





SERVED 





i. 
6110 
18.0 


13.6 
67.4 
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4229 


10,35 
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saoh offileer siso listed in ¢hrenolivgieal order, 
ea pert of Cuestion &, previous duty assalqunents, that is, 
hie actual career pattern to date. « Type Comeend Code was 
|provided (See appendix C), in an attempt Co arrenge this 
information into certein breed duty categories sovering 
|general tyves of work areas where « Supply uificer would 
be likely to serve. 

It wea velieved that an analyeisz of thia dete 


rer Typical Career Puiterna may ve actually a myth and do 
not exist, 

| (2) The lack of stability present In the Kavel Serviee over 
@ long peried of time, particulerly es it hee affected 
Guty essignments ef officers, hes forced eo many 
indivicuel devistions and adjusteents ea to prectieslly 
ebecure typical petterns thet ofy exzlat. 

| (3) The Type Comuend Code as conceived 1a not a setiefactory 
toel for elessifying this date ine useful form, This 
1a probably true ee there were too many billets listed 
vy theae of fiLeers in the 13th (Kiscellsneous) category. 
| (4) The Methods cf analysia used, Frequency Distributions 
and » Medified Type of Flow Chart were feulty and not 
adapted to handling this type of data. 
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(8) Pinmelly, tae feult mey iie in the awegle iteelf, 

A Getailed anaiysia of the sequence of duty 
wseignments imifeated on the Career (lanning vusstionmatres 
of Commanders Gid reveal s very limited general pattem 
over the entire group studied. Freon tupply dserpa school 
ithe m6 jority were o:dered tu combat veesele, or in some 
Leas tc aualllieries, The next dillet usually appeared 
ito be either st s Seval Supply vepot or Maval Shipyard. 
iFrem thie pelnt dcevietivnse beeame so numerous that it was 
| lenger poasible to follow eny patterns. However, es 
| 19260 Career developed, agsigneentse to the bureau of 
| pplies and Accounts, Kajor Commends and, egain Weval 
| pply Depote and seval Shiprarde appesred et irregular 
| ervale,. | 

Each Supply Corpe orficer wes requested in 
Question No. 7 to Jist specifie bliletse from hia own 

aervation end eaperience that seemed to him to be most 
tial end worthy of inclusion in an ideul, standardised 
r pectern. 
Tadle 1} 18 8 compiletion of billeta recommended 
& groap of 100 specially seleoteé supply Corpa . fficers,. 
Itt wes necessary to limit the number of ceses used, or in 
lefrect tc sample the sample of Supply Corps cificere 
, poméi:mg in this pertieular analysis, for the following 
pense 
\(1) Some of the officere failed to snawer this question, 
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(2) a number of officers eanfined their reply to a stetement 
that their personal carecr pattern had o6ither been too 
apeaialized, was primarily in line duties, oy so unusual, 
that they were cet srepared to give sn adequate snewer,. 


(3) Many of the recommerdetions pede were not speeifie enough 


to identify the billets deelgnsted in order that they 

might be included in the tebuletions. 

| The foregoing comments ere equally aprlileable te 

| respoijees of officers ir eech of the ranks aurveyed, 

: fferences expressed were alight with o considerable smount 
{f sgreesent se to the billeta that were most sasentiel and 
yorthwhile. There seemed to be ea tendency for some olllete 

‘to overiap between successive ranks whieh is to be expected. 
quency of mention was the sole criteria emple;ed to 
termine which billets should be listed in Tetle JX. 

feking only thoee biliets whieh had « rrequensy 

P mention in excess of G04 in VYable Ik, it ie poseible 
derive « cemposite opinion sa to what ccenetitutes an 
alicerear pattern as recormended by shige group of 
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CARLA IX 
SUMSARY of SLCOMREBRRATIUNS MADE BY A QictP oY ABRVIAR USN 
SUPPLY COMPS UrFTCms oF SUrrLy OE LISPO TRAT afk CORSIDERED 
TU BR BMoOT BDSGASTIAL ASD SUTTAGLZ IN A BRAADANDIL ID CARER PATTERN 


; of Mosel 





ta cco ein 





eSupply end sistursleae villeer, vastrcyers 

Supply end Diebursing Cficer, Construction fat aliens and other 
Small Amphibious Force Units 

eApeeietent to the Supply viflicer for iisburaing, crv for clothing 
and Smeil iteores, snips’ Stereand Commiacar,, secdiwe to Lerge 
Combat end Auxillfery Veagele. 

viabureing oificer, “aell fhera stations 

Assistant to Divisien  -filicer, Naval Supply vepote op Ehipyarda 
Eith Preguent ltotetions of Avsignnents 





j*#Quppiy urficer, Small Aualiliery Veesela such uo on AX, AO and AP 
Ase’ ehent Supply officer, Medium Combet end Large ,uxtiliary Vessel: 

| Awpaiabant Supply ofrieer, Seail Invrve “tations 

\®Aaeistant Divielon offleer, Henvol supply bepota, Thipyaréasa or 

| Saypiy Depaertwents of se jor wir itationa (Aasignueenta Rotated) 

| Disbursing officer, Nedlum Sise Shore Stutions 

jeVechnies]) Training in a Upeclality Sollowed by Milet in Same 


sa disba aseniet £27 uenk of Liosteneas 


eSupoly uffleer, Medium Combet or Lerge Auxillisry Vessels 

| Assistent wapply Offleer, Lerge Combat Veesela 

Bupply officer, Seell Score Ltvetione of All Types 

Division Offleer, Raval \upply Depote, Shinyerds, or Supply 
Departments of tajer Air Uvetiunsa (Aasignmente Votated) 

Asaiastent droup cifleer, Supply Cemend Centre) Point 

esteff outy with eny Medium Tise Comand, Afloat or /shore 

#Poate}reduste Training, Husiness or *ersonnel .dministration 

















Ly ted for ¢ m of Ls ; , 








Offleer, Redium to Lerge Combat Verse) 

Steff Luty with major Commend, Afloet on schore 

#Oroup oe wranch Officer, Kevel Supply Depct or Nevel Shipyaerdé 
whupply Offieer, Rediwes Sise Shere Stetlens of All Types 
Aseiastent Supply Officer, ierge Havel or Air Ststioen 
Assistant Divisicn Officer, BuBande or Division %fflieer,Fielé trane) 
eMavel ver college Instrustion 7 
ereost-)reduste Training, Dusineea or *ersonmel Adair istrsti on 


Biliets Vecomended Lor Mank of Cmancer 
\#Supply Officer, Large Combat Veassele 
eteff baty with Mejor co-manda - Planning or Operations 
eupply and Fieseeal Ifleer, ierge Stetion 
ekxeoutive Urfieer, Nevel Supply Depot 
eSenlor Assietent “upply Jirficer, Neval Shipyerd 7 
| Assignaert in Plsaning or Loeiebies, Supply Cessnd Control Joint 
| or buresu of Suppliee end Accounts (Bu’endas) 
#orfieer in Charge of a Pivision, Buresu of Supplies and Accounte 
oNeval or MWatiocnsal Sar College Instruction 































#Prequeney ef mention in exceas of GOZ of reecommendstions meade. 
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MEANS BEFLOYED AWD SUCCESS Al. IkaD IX PLAWATNaG A GARROR 
A lerge mojority of the Supply Corps urfleers 
included in this survey have attemoted to select cr pattern 
Guty sasign»ents at some time in thelr esreer, apoarentily 
with exeellent reaulite in the me jority of ceses, However, 
there ig no way of knowing fm thie dete how much of this 
success was recorded for specified geocraphical area choices, 
| able X is en anelyais of the responses received, 
The folicwing chsnnele of communteation were 
papeapes with reported succese by thiga group of offleers in 
selecting or patterning successive duty eseignsents: 
(1) Lettera, telephone eélle cr peraunal visite to the 
Officer Fereonnel Divielen (UPD), Bureau of Supplies 
and Accounte,. 


(2) Official Letters to the Sureeu of Nevel Yersonnel vis 


O2D “when appropriste",. 

(3) Speeifie applicetions for Poste raduate or Technical 

| Inatruetion. 

(4) Preferences relayed through senior Supply Corps officers. 
(8) Preferences Indicated on Gfricer's Date Card (NavPere 340) 
(8) Preferences Indiceted on Pitness Reports 

Of the channela indicated (1) was tne most populer 
fer, while (4) wae velieved to be moat certein of sucoceas. 
Glimpse into the renge «nd type of coments wede is 


fforded in the following semple of reaponses, 


"TJ have been fortunate in having most of my requeats 
granted simply by rorwarding letter requests to BuSanda 
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(OPD) well in advence of the estimeted date of 
reeastignment, often exeugh to be notleed, but not 
eften eneugh to de s nuisence." 


“At firet I relied om the section im the Fitness 
Fepert. When this preved te be s complete fiasco 

i t8ied the officer's Date Card (NsvPers 340) and 
personal letiers to the Detail officer with e greet 
deal more success,” 


“By @ personal visit with officers in the Detail 
Ofriee nene of whem I hed previously known, — 
were very helpful andsithough I had to e¢ 

with the needs of the service at the time [{ ett il 
eppreciated their courteous and friendly interest 
and consideration,” 


a back, 1 think now 1¢ ie a wisteke for a 
fieer $0 attempt te ley out any firs 
eek. In moet cages OPD hase a better gresp of 
what each officer needa end where he can be best 
utilised. As long es thia developing pattern haa 
wariety, there la no particular need for letters, 
excest for exergency, and persum.1 reasons,” 


“gy written request for a specific asstgneent 7 
knew to be open made direet to (OPM) backed up 
by the reconxenéstion of a enior Supply Corps 
Offleer under whom 1 previously served, 


"I heave attempted to select aasignments tend‘ ng 
to contribute to @ wellercunded ecarecr, without 
apecializing in eny perticuler CLeid end elith a 
epecial expheaia on independent duty. Thise I 
have deen able to uccompiish by sending peraonal 
lettera direct to BufendA (OPD) end dy occasional 
visite when poesible.” 


“J euppose J heve either been lucky or oe 
salesman. In any event through personal letters 
to the Detelil Seetion, I heave received jut about 
what J wanted both ee to lccetion ami trpe 
aasesigneent with eaphasia on the former. towever, 
1 eometines wonder whether it pays off to be too 
aggressive in this respect." 
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BABLE XK 


PERCENT ANALYSIS 6 THE RUMBLS UP NPGULAR USN SUP) LY CuURPS 
OPFICESS Whe BAVE ATTOMPTAD To SELECT OD PATTERE DVYY 
ASST ONERSTS TUGHTHER BIT! TRE AW -UNT OF SUCCESS ACTO EVED 





I 63 119 105 106 
zee 80.9 B32 74.3 69.8 
53 wu 78 "4 
tee 7804 6166 G.1 THe 
Ho 21.6 18.2 17.8 2065 
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fhe Sueply Corps Officers included in this survey 
are divided in their cpinions as to the smount of significence 
and conelteretion the choles of s c&reer pattern will be 
Given in the sesignzent of future duty. a study of the 
resulte which sre shewn in Yable XI indleetes that 31.8% 
es the Commenders responded in the categories, Yery Little 
or Kone, Thies is more than twice the sum of these responses 
for the reanka of Lieutenant Commander and [Leutenant (JG) 
jand in excess of four times that for Lieutenant. However, 
many of the Coumenders reapending in these particuler 
|eategcries atated thet a shortage of officers of their 
venk and experience existed and 1t was therefore necessary 
|} to do a considereble am=unt of “hele plugging". Furtherwere, 
|Commanders heave more of their cureers behind tnem, The 
| * wold" has teen élresdy formed. 

A great veriety of comments were made in ansuer 
te the open-end portion of this question. several typicel 
responees for each of the eetegories ere herein included 
to Llluetrate the viewpointe expressed, 
| Category - 4 Greet Desi 
"The polley firat and foremost ia to erent 
wherever poselble persunal requests for tyre 
duty provided if it is in the vest interest of 
the service end the individual, This 1 know 
to be the case from eaperience,." 

“Prom personal cbservation, and as presently 
&deiniatered, it ia my considered opinion 
the .fficer “ersonnel Division does everything 


within its power to plece of ficerr go that a 
definite esreer pattern is formed." 


ee es ee ee ae : "wae @ 
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£3624 CWE .eederwet ae my Of Mbhes des even) mut 
omer) Greet ate aA Det aay owes ©) Siem ceree o- 
ee ae ee 
we che neeTEek) SE) TY sony mh te sewers Of 
ee ee en 
alae We emp Erte ewe | Vim ReoRS man saeee 
Freee omtereee exe 2) td SPORE Gaagrteter bad Agem 
ORIN ~“aninenty gin Te ees nCAmadbrOOT © Bb oF 
OO ee alee ee thet ww pe ore eet | 
- Reem rake mre gee Srnet | 
WOES Aj Fhe re Nie Weimer eee 
Gee ke Lawernt 6) Simm oh Ve cere Korman am as 
tater ase av 


ee Ce 4) Se OR eames | 


‘es 
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“X Delieve the DPetsil lection is sineerely i.terested 
in aesigning officers te duty in whieh they are 

most interested and best quelirieé, provided they 
have thie informetica." 


} atesory ~ Zowme But Aot Yoo suck 


"Oorficera must understand thst there must elways be 
&@ oowpromiae in the overall cattern of va loneing 
personal cesires with the neede of the service, 


“Chance may operate in favor of « career pattern 
chosen by an officer. un the other hend while 
Deteil Orfieers weuld likes to give hiw es 
Oppertunity to earry out this pattern at the tine 
of rew~assignwent, openings will not be svailaeble 
and he must take something else." 


"There are a limited nwiber of top billets in 
specialized patterns smi therefcre a epecialist 
must ce prepered to abandon his on interest and 
desires and seex to fit into a mere generei 
pattern of duty as hie cereer progresses," 


iC segory ~- Vv tt 


"The Nevsl Establiehment is too large an 
orgenizstion tu permit acoh selectivity, orld 
conditions end budgetery considerstiona which 
must be taken into seewunt will affect sny 
pre-determined career parttern adversely unless 
the individual officer is extremely fortunate." 








"Changing needs of the servies prealude 
consideration for the developrent ef cereer 
petterna desired by the —-¢ 7 A—-— of offleera, 
if thie was not sc, who would f111 
| biliete thet ere vellevad undesirable by me by moet 
| of ficera’* 


| “There are few officers who adequate 

: prepsred to measure their own capabilition es 

| related to the current op oortunttios and needs 

| of the Mavy. Therefore, this hae to be done 
for them by 9Pp." 


= : 
"The needs of tne service sre paramount. Officers 
are eseigned duty in accordunce with those needs 
Fegerdless of perssneal desires or eny perticulear 
ezrecr pattern suppowedly being fvllewed.” 


“Due to the lateness of my treunefer to the Supply 
Corps, I feel that the buresu will assign me where 
they consiGer I ean beat £11] the billet." 


| 
| 
| 
: 
| 
| 
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ZABLE AL 


PURCENT ANALYSIS of OFLZlowS WP GROULA’ USR 
SUPPLY CURPS OFFIGHAA SESARD! sO TSB CLONIPLECANCE OF THR CREICE 
OP A CARBER YATTORR UPUR PUTORE DUTY ASA1GREPeTS 


| 

| bs 116 #1060106 

t Greet Des 31.7 44.5 50.5 40.8 
| 

| Zeme, Dut Net Too Mueh 36.6 41.2 41.8 47.2 
| Very Little 23.6 10.0 65.7 0.4 
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The mejcrity of officers covered in this study 
dieve that more inforsetion should be evallav.le on 
Cé reer tlamming.e. A summery cof trelr reaponees is found 


) n Tedsle wl. 
| 

| 
| 


| 
| im of the officere repiying in affirmutive eategorics 
mentioned tims Monthly kewsletter publianed by the Bureeu 
i. 


Rech efficer wes also reqvested to liet what he 
found to be the best sources of this Gata. Approzlimetely 


SuppiLes and Accounts, Additional courcea listed weresr 

(i) YTeike with, end acvice of, Senior bupply Corus Offleere 

(2) Visite with  fficer Personnel Bivision offileers, 

(3) Ul. Savei Treining Sulletin published senthly vy the 

| bareay of eval Personnel. 

(4) All Bands Negotine published monthly vy the S. reau 
ef Kuval fersoennel. 

(3) Nevy Department Lexzi-Nonthly Bulletins. 

(§) azvmy and Navy Journel, 

(7) Personsl cbsorwtion of scecereful careers, 

(6) Mearasy. 

A nember of the officere included brief conumente 
imost frequent of whie! were to (&) expend the emount of 
\Gereer Planning dots eppesring i» the Menthly Newsletter, (bd) 
Glerify the role ané sequence of duty of the epecialiet end 
/4e) publish erticlen by senior Officers commenting «n thelr 
own ecereers 4nd the wolue of various ansignments, 
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| TABLE 211 


|PERCENT ARALYSIS OF TH ANsOET CF LEP WATIOR AVAL LAOLE 
| GA GaAREER FLAUKING AS REPORTED BE A Grwotr uF 
| REGULAR GOR SUPPLY CURES OFFLOERS 





a 


All Theat I Heed 


20.6 21.0 iv.8 16.2 
Some But Kot Rnough 38.23 45.4 41.9 44.8 
Gory Little 32.2 23.5 32.5 28.3 
None That I Know wf 412.1 10.1 5.7 18.3 
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BH APPRAISAL VF THR ADVANTAGAS AND DIGADVA PAGED OF A MAVAL CAREER 
Teadles <1iI end ALV give weighted-seversce ratings 

for the asdvunteges end disedvantages of e Nuval Cereer deemed 

| eat importent by this growp of officers, Ineemuch as each 

officer was inatructed tu meke 6 chuolees out of e totel group 

lof 10 advanteges asad 18 Glaadvuntayes, 10% waa necessary to 

\@erive averege retings for the remiining sdventagee and 

ee net selected, culculsted es 6.5 and $2.5 

epectively.* 


: A weighted-average rating for esch estegory wae 
i determined by multiplying each of the alx choice 
sitions by ita frequency of selection. The numver of tizes 
s specific eategory wea not seleoted in one of the eix eholce 
Stionse wee multiplied by the average established and the 
ef all these prodwuets divided py the number of officers 
ing.” 
While it is true that teis «rocedure represents 
rough approximation, 1t is believed to be the most practical 


y to develop renk-order poaitiona from thia date. 














* Am eaverege my be colaulated for the of adventeges as 
| f£ellewe; 6 plus 7 plus 8 plus » plus (sum of remain 
eheicesa) divided by 4 (number of ade choices) eque 
« For Disedventeges ae follows: Jame as above, excert 
1l anc 12 end divide by 6 sequela 9,5. 


| Baap les Erestige as a evel officer 


Wo Choice 
Croice (8.5) 


reessereng oh 6 8 8 “rote equals 370 


| Then - Divide 370 by 63 (Kumber of Commanders) to get the 
| Welghted-averege rating of &.9 for this cetegory. 
| 
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An interesting group ef reletionshivos is shown 


. 
: mn Tables Silt and RIV. UHvidently officers in tie more 


. 
Junior ranks evaluate job security end retiresent orovisions 


as most important, wilie the esphasia ia on the veriety of 
seignzenta and experiences and inereesing authority and 
eapensibillity fcr the wore senior rankca, With reasect 
GQisadvartages, all officers regard tnelr pay and navel 
mousing at mont atationa ag inadequate, Liberal leave 
its were ccneidered of little consequence se compared 
other edventages. As &@ matter of fact, a awnber of 
Tfleers etated thet they had been unedle to take the 
ve te whieh they were actually entitied, 

Tre Gissdvanteges given the most weight reem to 
thoae that ere more civseiy related to & Navel Career 
geneval end the particulier economic and sceial pattern 
America todey catuer than to Career Fisining os such. 
BLVity to ples & cereer w6s Ave thought to be an imeortent 

sedvantage while thw categories covering Littie or no 
ideration of perevnel cesires or thet of too mueh chance 
tering into changes in uuby eealignnentea tended to be 
we jected by the majority of the officers in #1) renks 
yed. Appsrently the majferity of officers feel that 
Go have an oppertunity to pertielvete in planning 


their esreer. 
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TABLE ALIT 


THR MOST IMPORTAST ADVAOTACES CP A RAWAL CARER 
AL RATED BY A GROUP OF NESVLAN DOR EVUPPLA CohPl OFFI CHARS 





Wariety of Assi gneentes 

Speriencee Khieh 

intein Interest in me's 

"4 3.8 2.9 3.2 Soh 2. a “ $ 







| 
} 
. 
I 
| 
j 


Increasing Authority end 
Sepouneslbsility with 


iority 3.8 3.9 &.2 4,8 a z ~ 4 
A Reasonatle Amount of ; 
js Beeurity 401 4,0 3.0 3.5 3 3 1 i 
Retirexcnt Benefits at a 
elatively mrly Age 4.9 44 86 87 4 © 8 B 


tige es e Nevel officer 5.8 6.9 66 S&S 5S S&S F & 






ty to Travel end 
ive in Meany Different 


8 6.1 $23 5.6 5.9 6 56 8 6 

















€ eal "sefel 
Environment 6.3 659 7.0 67 7 8 8 F 
| Loéie Promotions in 
6.6 6.8 6.4 6.6 8 . &°s 
fieal Care for Self 
| Dependents To 7.6 T.1 GOD 9D 9 9. 8 
Aberal Leeve Benefits 841 e638 72 O21 10 © DH WD 


fotel Number of Possible 
“hoi ces 378 714 6SO 40 «s 6S 


wal of Cheicea made 
‘pdvanteces ether than 
» Included Above 14 26 22 8 
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TABLE XIV Thy 
THE MOST IMPORTANT DISADVANTAGES OF A NAVAL CAREER 
AS RATED BY A GROUP OF REGULAR USN SUPPLY CORPS OFFICERS we, 


Weighted-Average Rating Numerical Pos 
CMDR LCMDR LT LTJG CEDR LCMDR LT 






DISADVANTAGE 


nadequate Pay for Jol and 
Social Position 3.5 


Tnadequate Naval Housing at 
Many Stations 4.17 
Frequent end Sometimes 
Avoidable Separations from 


jOne's Family 6,5 


Inability to Buy a Permanent 
|Home due to Frequent 
Transfers, often with Little 
jor no Notice 


| 


Interruption of Children's 
jEducation 





Career may be Stalled by 
Qne Bad Fitness Report 


Promotions ado not Coincide 
with Increasing Respons- 
jibility 


iInability to Plan a Career 
with any Assurance that it 
Will Subsequently Develop 
iin Manner Desired 


7. 


Assignments to Duty at 
Undesirable Stations or 
Areas 


Too Much Chance Enters into 
Successive Duty Assignments 7.9 


Lack of Normal civilian 
Contacts and Friendships 
Due to Relative Short 
|\Period of Residence in a 
| Comnuni ty 8.0 
|Little or No Consideration 
jof Persone] Desires in 

| Changes of Duty 

\Total Number of Possible 

| Cholces 


|Number of Choices made 

| of Disadvantages other 

| than Group Included Above 14 
} 


578 


/ 
/ 





4,4 


4.4 


4o1 


4.2 


Sed 


Ted 


58 


8.1 


8.7 


4.0 


4.6 


5.6 


5.9 


1 


2 


52D 


5.5 


5.5 


LO 


ba 


1.5 


1.5 





1l 
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it will be noted thet the number of miscelleneous 
reayonses mace was &® very emeli percent cf the tote] peasible 
choice2. A senpling of these responses followa - 
dventa; 
The privileges end responsibilities of service to my country,“ 


A genore i anformel] education through meeting people end being 
pleces.* 


———— = = a = 


Preparstion for executive eaedminisetration." 


"Relative atabliity cf living standards - everyones knows your 
position, selary bracket, ete.” 


Specific comaicgeretion where personal offaira of en important 
sure ere involved." 


Popportuntty te eee work of inportence not evaluated by 
equisition of weelth 


Coneurrent educations) aesignwents with esreer cevelopment ." 


j& SG‘ 


"attitude of many citizena thet s reguler officer ia some 
king of parasite." 


Pas a Maval officer one cennot feel es independent es if he 
: a free asent civilian. A certain higher levei of 
onduet ond selfe-expreasion ia expected cf him aa it is of 
every publie official." 


Finenclel burden inetdent to frequent changes of duty far 
in exoess of compensation provided vy Government." 


"Little or no chence for exceptionally sdle or outetending 
individuals to aceelerate vheip promotion rate except very 
too lete in their earecr ." 


Fitness Reports may te marked on basis of matters other 
professions] duty." 


"Inequality of promotion policies between Air Porce and 
| y and Reavy." 


"the chief Gisadvintsge is uncertainty in tenure of duty 
© a paerticuler leeation. Officers are frequently shifted, 
pparently not according te plen, arbditrarily snd witheut 

sard to personal herdshipe end finencisl sacrifices it 

‘imposes on these officere and their faailies." 
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Additional resesareh wars a plied to tne problem 
of estedlishing relaticnahipa vetwee: the various edvantages 
ori disucvantesgea selected, to augment the a«ethod of 
handling the deste used im fables XIII and XIV. 
| AS @ result two experiventsl] methods were tried 
| ith the results included in Teblesa XV end AVI. The first 
iternste method wer t. list the totel number of officers 
ho felled to select each advantage and disedventese in 
lon of the six cholce positions, when the gategories were 
vy this method, the positions were found to be 
imillar to the rank~-order established by the we! ghted- 
| verage ratings with shifts at @ m nigum of not sore than 
n@ cr two positicne,. 
The second method developed may ve useful 
An determining the selection intensity for each af the 
vanteges and Glasdveatazes included, Here ise sn attenpt 
bo get beck to an examination of the retings made by the 
ividuel officer by cowputing a aimple, erithmetice 
versye for the cholees mede, However, when compared with 
the otner mothuds developed, shifte in peaition are wideapresd. 
an exemple, Commanders rate orestige es « Nevel cufficer 
fifth position, yet the mean rating for this category 
bf 2.3 would move it to the firet pesition. 
astually, none of the methode discussed and used 
in thia enelysis sre compietely satisfactory. sccurate 
ikoorder ratinga can not be eateblished due te the fact 


t selections were not mude in all] the possible choice 


' 


> sitions. 
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TASLE KV 


AB EX?PRAIMERTAL EVALGATION . THE RELSTLVE IMPORTANCE oF 
THE ADVANTAGES OF A KAVAL CAREER AS AATED BY A ON UP 
OP REGULAR USN SUPTLY CoAPS oF PI CEM 


humver of officers 
ho Did Net Select 
Advantage es One of Mean-Kating 
Six Choices | 


L lecrety of Assiznnents = = = = 


‘end Ez, eriences Fhich 
\Meintain Interest in One's 
&kork 7 v a2 20 2.8 2e4 2.6 2.7 





lnereasing Authority and 
Respomalbility with | 
Seniority 20 26 S37 235 3.0 8.7 3.2 


lA Reasvnadbie Amount of 
|\Jdod Security 12 13 § 4% S.1 








|\Reatirement Yenefits eat e 





|\@pportenity te fravel end 
Live in Many Different Areas 27 8% ST 8647 ©4650 «6369 | =—4 8 





4.0 
\Prestige as a Maval officer 27 62 6B 40644 2650 05 4D 40 
iGengentai Seeiel Enviranzent 3 68 GS S7 4-7 4.67 4:26 4.6 
\Pericdioe Promotions in Renk 36 €8 62 6G 4.1 466 464 404 
pepenaenne —— 9S GO 61 4.5 608 4c4 404 
[aberal Leave Benefits 5S 110 84 95 469 68 GP 405 
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TABLE XVI 
AR BAPERIGERTAL EVALUATI US vl TRB ALLATIVE LMPURTARCH CF TEE 


DYSADYARTAGRS OF A HAVAL CARZSR AS BATRD BY A GROUP OF 
OP REGULAN JDa HUVPLY CuR’S UFPICERS 


Busaver of uf ficers 
who DLA Not Select 














Vi sadventage as Me ianenaiee 
DVARTAS CMO LOKOR ue ESO CHR LOAM 
| (8) 66 ll9 105 06 
[‘Inedequete Pay for Jeb 
ené Social Poelticn a2 3S 24 22 2.8 2.8 Re 
InsGequate Nevel Louring 
at Heny ‘tations is 68 25 26 2.2 Ev Ef.’ 
Career wey be Stelled by 
One Bad Fitness Keport 2p 44 66 44 32 2.9 &. 
iIFrequent and Sceetines 
Avoidable Sweparstions 
from Oneta Fanily Sl G8 28 42 3.6 3.1 Se 
Interruption of Chiléeren's 
Edvueation 38.CiéST”V $3 66 Gl 465 Avi 
ee to Buy Permanent 

to Prequent Transfers | 

often with Little Notice 340s BZ 68 60 5.0 38 £3. 


Lnabliity to Plan a Career 
ith any Assurance thet it 
1l Subsequently -evelop 
in Manner Desired 41 5 61 64 3.7 4.0 


, signment to Duty at 
Undesirable Statione or 
Areas 42 68 St 68 4.1 66 


Promotions De Not Ceincide 
th Ineressing “eapenei-g 
bility. #2 68 SB 45 2.9 307 


Leek ef Normel civilian 
ontecte sad Friendshipe 
ue to Reletive Lhort 
Period of Residence in 
Community 45 687 77 


| Too Much Chance Snters into 
| penive Duty Asaigneente 47 #77 68 79 SS 402 
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ASTICI PATE: TESURES oF JEYVICE 


Table XVII sumsariczee the oresent ettitudesr of 






ithisa group of Supply Corps Officers reletive to a Kevel 
— in an eatimate of the anticipeted future tenure of 
service intended. Almost GOK of all officers with the | 
jexception of thoge in the rank cf Lieutensexnt (30) pisn te 
|retire from the Navy efter 20 years unless very favorable 
conditicns axist,. 

Approximetely 16% of the -Leutensnts ené almost 
204 of the ileutenant (J¢)'s in this sample of ‘upply Corpa 
\efficers will either reeign at the first faverstle opportunity 
or are asericuaiy thinking erout reatening new. However, in 
jeonesideritng thia unfevorable resronee, it is well to 


| 
|remecber that it i2 ene thing to check a cetegory of this 





ltype on © questionnaire sad an entirely different thing 

ito take the eetion a reaponae of thie nature implies. 
fable XVII followe up Tevle XVII wit the respenge 
te a yurely theoretical question as to wheather the officer 
woulé chanve his preeeeding m ewer, recorded in Table xXVII, 
Lf there hed been a greeter opportunity te pertieipate in 
iplarming hie cereer. It will ve noted that a very large 
mejority of a11 officers ensvered thie in the negative. 
The lergest percent of affirustive responses were in the 
Lieutenant and Lieutenant (JU) ranks with approximately 
(20% indieating that the opportunity to participate in 
— Pisnning om eucceesfLully would meke a difference 
jin the eategory they selected. 


. 
. 
. 
| 
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Teole ALIX ie aleo @ fclloweup of the responses 
Guemarized in Table AVIL. It ls cuncerned with attitudes 
towards the pey reccmmendstione ee originally roocesed in 
the Civilian Advisery Commission <tcudy om srmed “ervices 
Psy. . further ores#down ia inciuded in this particular 
tebie to indicate the shifte ln cutexories thet aight eecur 
in tne event this legialetion is finally eppreved by the 
Congress. 

&pperentiy, che moat frequent enifts appear to 
be from a 20 to 30 year asnticipated service tenure and 
from « 20 or 3 year service category to one of the two 
recignation reaponsee. The comments mede tend to clarify 
the reasoning behind these ahifte, 

vne group cf Supply Gorpe Crficers state that 
@n ineresse in pey ia an easeential ccadition to a longer 
period of servies, «nother group ia equally inaistent 
upon the need fer increased pay but they insert an 
edditioneal qualifisstion thet the sresent retirement 
provisions be reteined, Meny of this latter group say 
they will probebly remtin in the ivy in excess of 20 
yeera but they etill feel thet if thie provision is elteredé 
it will represent to them a breach of faith and they will 
resign at the first fevorable opportunity. 
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TABLE FVII 
rERC LAY ARALYOLO wt — UIPATRD Ta mt bhé oF SENVICKR AL STATID 
Ww A DSuUPr a WeUiAY URN WerLY COAM HPI CERES 
SAT BPIEY out, owen ue EET 
Wo 63 1180 = 205—Ss 8.006 
| Plan to Retire After £20 Yeers unless 
Very FPaveradle (amiitlest Salat 46.0 47.9 45.7 386.5 
| WALL Stay Until SO Years tinless 1 
jam Netired 2856 Sled 267 20.4 
| | Hope to Stay in the ‘ervice as 
r ras i ean RR ed 14.2 i5.3 11.8 
. 
| | Baad Resign at the Pirst Pavorncle 
por ty Uniesea Present Conditions 
16 Se4 10.5 16.0 
itously Thinking Abteut Nesigning 
1.66 $64 58.8 5.8 





TASL# AVIIL 


PRRCENT ASALYSIE oP THE WMA LP AwLLAA USN EUPFLY CORPS 


OPPICERS Wi VouUL ChARUE TURIK BTATRD "ALPRRINCE 


OF ANTICIPATED TEWURS OF SERVICE P) VIDED THEY GENE APPORDED 
AR OPPORTUNITY TO PAPTICIPATE MUAR TUCCHSSPULLY IN PLAGRING 
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TARLA aly. 


TAPCELRT ADALIAIE at » Ve | PRSOLAL UES 1U FLY GERPE 
UIFICRAS 8HuU BUOil CAROL TOWLA STATED PREP) eeCh. ol ANTI C] FATED 
SESUTE OF AENVICE IF THE SER PAY BILL BES MOSSE IR 
| SUBSTANTIALLY THE SARE PORPH AL Ch OTNVALZY PUCPUD ED TOOETRER 

| WITH THE SUEFTS THAT WULY -CCUN IN ARDY VEST CATIRORIES 


{ 





CAs By ohE [eR Mee J Ese 
ree 6s illv 108 106 
| 
i\Pereent thet Sould One noe 20.62 a2 41.0 46.2 
| Percent that Would Jot Change 69.8 &7.8 83.0 63.8 
iv SO 43 a0 
|Plan to Retire after 22 Yeara Unless 
Very Puvoredle Cunditionsa Palat Q 2 7 19 







li Stay Until 30 Yeara Unless f 
Retired 


Hope to Stay in the cervice as 
jemg 4B 1 Can 4 7 i 2 


|waaa Resign eat the Pirst Available 
Cpportuntty Unless Present 
Conditions Cusnge 5 20 iz 9 


Seriously Thinking Abeut Reaigning | 
vow 2 7 12 a 
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A GAMPLIUG OF SYICGKSTI OWS OPFRAMD 

Teole YX is an estimate of the srount of respense 
received ts the final questicon which reqj.ested suc estions 
for the design end aeccomplistwent ct more meantneful ane 
ef reeti ve Career Planning for Supoly Gornps Orficera. 


| 
inigh. The majority of officera spent « considerable 
— of time earefuliy outlining in crest detaii their 
Suggestions Sur sere of leclivw end meaningfal Cereer 

) 


The quéelity of this re#ponee waa gonsistiently 


|\Plsnning. 

| The renge and content of sugvestiona offered ia 

so groet, it ia prectically en impeasibility to sample 

them adequately anc completely. However, the follering esses 
ve teen seleeted, some out of each renk covered in this 

survey. They @re presented just as they were received, 

Some are unfevorable to the whole ccncept cf Career "lanning 
ifle others easy be imprectionl to operate ine militery 

jorgeciagtion. All are sincere efforts and believed 

ar of the content and quality of the totel 


igroup submitted. 
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CASE ONE 
"The Naval Pivfession like the Glergy, is 6 wey 
of living and net » business. A successful Mevel Career 


includes were than regular prometions end professionally 
Geairable duty assignesntes. 
Cereer flsnning must Se integrated into other 
factors in &@ Naval “fficerts life. It sheuld be 
imfiueneed Sy such fictoers 49 & Havei Clicer's merriage, 
the advent of children ané their eduestion, the eoquisition 
| of 6 permanent home, the sielel environment open to him 
} end his fawily, the opportunities for higher education sné 
| the stimulus of trevel at an early age. 
| Therefore, Supply Gorpe Orficera must be esecursged 
| tO vielt with anc write to the personnel cfficera in Bulenda, 
| 6 recoré their neeéa end desires anc te plen seriously 
their careerea in the light of their professional end rereonsi 
neeade. A cunstent ané free flow of infcrmetion between each 
| Supply corps Officer end tue Bureéu ie required. Yerhaps 
| “Gereer “len Mile Jecketa" fer eech efflLeer ehould be 
| estebliazed in order to have thie information ap to date 
at wll times for connideration when the end of on sesignment 
period is reached snd new orders are contemplated. 
Too often Supply Corpe offieere feel that in their 
Guby sséignmenta, they ere ihe victina of cireumstance and 
that the Surearn hes little intereet in their personal 
reg@uilrementea. Foaltive md continuous cereer planning 
earried out between the Bureau snd esech officer would 
obviate thie scurce of low morale and would indleate te 
each officer that hia requirements are of individuel intereat 
te the Bureau. Ke becomes no longer & numbered cog in the 
mcohine but a distiavuishable entity whe high mora Le Le of 
particular coneerm to the Chief of the Bureeu." 














"First, survey every Supply Corpa billet end 
eatabdjliah the proper rank and ‘Sane t. a ae 

BSeecend, divorce tue Supp 
Lhe matter of nusbers in exeh cee yy ia no legieal 
peaaie for a perecentease relationship. 

Third, set up s permanent bosrd cf searoned officers 
to work out @ rotetion pian (with due regsrd to speciaitiea 
such es accounting and disbursing). 

Wourth, give the Direeteor of sffieer ‘ersonme)] in 
BuSensA enouch renk end ty to carry it out, with a 
consideration possible for the problems and deairee of 
ae without interference from outside. 

F make toure from two to four yesrs long, but 
| give eseh officer from three to si1z months notice of where 
| hie next billet will be ao he ean Go some intelligent 
| Pleaming of bie own life." 
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Fi @ wie \ 
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"The Supply Corps shoul¢c heave at least tures 
Givislons or oranches for apecialiats, namely: (1) Pisesl, 
to performs 611 accounting und disbursing; (2) "reecurement, 
to perform all purchtaing amd inventory cuntro!ls and 
(3) Materiel, to perform ell receipt, stirayge end lasaue 
of etores,. 4 fourth division or breneh ceuld be estsblished 
to perform ell Clothing end Seal] ttores, Chip Storea ang 


Comal agary funetivone. 


The of fleers of the Supply Corpe couid determine 
eerly in their eareer which divisivun or brenck thay would 
réther be assigned. ‘uch officers would then te riven a 
special sourge of instruction in the performance of the 
Guties in that division or bDranch. cCffivcere would be 
aasigned aa apecialiats end rotetion cf duty stations 
would be sccospliished as at pregent, except that duty 
would always be in accordance with the specialty selected. 
in the event thst were officers arply fer cone divieion 
or brenes then ov. of used, thec the remaluing of f.eera 
eounid be assigned to the division or upaneh of their 
secons choise, 

The value of euch officer to the Navel service 
must be determined by exactiug methods, The present 
fltnesa report hes eo lisited useful purpose. A reeapitu- 
lation of fitnena reports indiestes that nearly 211 
officers are above average by comparison with each other 
end thereby proves ita own inedequaecy. The most exact 
method of evaluating toe worth of each cf ficer in the 
Havel Service muet be devised if we are geolng to te able 
to obtain and retain the type of officers needed, . 

#hat personal traits dces the Savy eapect an 
effieer to have? Some parsons] treite ere required for 
all positions in s more or leas degree. The Navy has 
mony and veried kinds of positions, eeeh requiring 
ladividuele with certain abllities. The iwpcortant 
requirements for some poeitionse may be unlwportent er 
net even required in other pesitions, We have been 
marking all officers irrespective of Line or Corns by 
means of one fitness repert, yet the qualifications 
for s Line ifficer are waabieate not the same qualifications 
un officer of sny Steff Coppe should possess. The Line 
and eeech “taff Cornea should atudy their mission and 
Getermine what their requiresente sre and in whet 
or priority arrangement, It can readily be seen that 
there sre a greet many detella and ranifiestiona to 
this proposal." 

















\& , x rs a 


"Changes of ¢uty sre so burdensome finencially 
and upset e etaendserd of living so, that officers are more 
prone to ask for new duty besed upon personsl or living 
eonditions than on the profeasionsl sspects of the new jJod. 
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A mere disruption of famliy recatine is not objeetionable 
££ it ean ve resumed subsetentielly in kind at the new 
eteation without repetitive depistiun uf the dbenk sescunt 
at each chencse. if auch were the case, officers would 
give full consideretion te the jod itself ond whether it 
contributed to se meaningful esreer pattern. at fresent, 
feally rather the» prefesaicnel cunsideretivuse 6 re 
inelined to be uppermost, 

Specialisation bes been accented ii recent youre. 
Thie limite tne scope and breadth «f the “top"™ an officer 
might sapire to. A judicious combination of specialties 
might alleviate this restriction, It is dbellievad some 
efficial guidance in thie field is in order, Theat is, an 
illustretive career ~ettern for a gpeecisilty or combination 
of specialties should be avellable to &@ young officer at 
the time he ie selecting the tmoid.'" 


"If i have correctly evaluated the trend of 
reesoning of the preceeding questicus, it ia the implied 
intent of thie aurvey te Come up with a plun sumnewhat as 
follewa:s If we cen assure un offleer thst he will heave 
euch and auch billets in the neat five or ten years with 
regular prometion as now wivislonec, Re £111 be a happy, 
contented and henve, croduetive cificer during the whole 
of his SO-year span in the Corps. For reascns noted below, 
1 believe such a hypothesis to ve faulty. 

In the first place, such @ zlan would be iomensely 
complicated to operate in the munner intended. As in any 
plenned economy, the plenning of one seguent leada 
inevitably to the pisnning of anotner, The system either 
breaks down entirely or the overhead becomes lmmense,. If, 
thre anneunced plans, Supply Corpa officers were isd te 
believe they bed some sort of ‘right’ to a certain type 
ef billet at « certain time, any of the innuwwerabdle 
defeetiona that will upeet that schedule in individual 
cases vill only vorsen wnorale,. 

In the eecond place, I doubt that, with the one 
exoeption tnat will Be diseussed below, whether any sort 
of formal eereer slamiiag is necensery to hold ullficere 
in the Corps. The everage officer, in my opinion, is not 
so guch interested in whet type cf job he hss in relation 
te previous jobs; but rether the geovyrophies] location 
of the duty and the iength of the time he will be at that 
plece, Let the officer serve near hia home and keep him 
there three yeara, not one or two, roteting him on jobs 
within the sctivity. Perhaps announee thru reletively 
informs] mesns (es the Monthly Neweletter) whet ‘s 
eonsidered within brosd limits noreal types cf duty in 
given renks,. Then put the onus en the offieer to come 
ae close to taat norm ss posaible. Require the persommel 
Geteliing offileerea t- conslcer seriously an officer's 
request for hia neat particulier duty. don't require 
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the Officer Fersonnel Divislon to essnedule the -cnts life 
for the mext several) yee rs. 

In the Big end cemplicateé job of tha ‘upvly Corps 
today, mo one ean Rope to hAt ell the jobs in ais 
apprenticeship (1.,¢. thru Commander in most cases). 
Particuler fleids, as secounting, have become a0 sieelialized 
and importent thet evecitalization should be encoureged ang 
not later peneslized thru non-seleetion in senier ranuke 
veceuse of failure tec have s rounded ‘esresr pettern.’ 

Jt is assumed that the ‘cereer pattern! idea 
is aimed at bullding up &« etrong group of Supply Corps 
Cepteaine who will adwiniater the Supply Corre functions, 
fo my wind such an individual, te run a lerge supply 
eenter or depot for exenple, should ve long on experience 
end need not be especially creative. The arpeals of the 
KRevy e111 held those wen with just o little enceuragement 
fron the tcp. 

1, therefore, contend tlwt the Jupply Corns 
while continuing to aid these wheelhoraea (net «t all 
intended aa an opprovrium), should focus Ite attention 
on hamging on to ite brilliant offleers to insure that 
these officers will iadeed riae te the toy, ‘het is 
required to held there sens Jobe of suffleient responsi«- 
bility and chellenge regerdiess cf the age aid reletive 
senlurity of the officer. If thie ensilenge ia not 
constantly there, the cffricer will become discouraged 
after # few yesra end turn ts the higher renunerrtive 
flelds of private life uhere age ie fector of lesser 
Lmportance. If the ‘epply Corpe is to fully discharge 
1ts reapensibilities to the Wevy and the Nation in the 
ever-ineresaing inportence of locgiatios in warfare, these 
officers of highest caliber wust ve retulned. “Such 
officers must be brongat uo faater; thay must be earmarked; 
the:r jobs must be more or less hend picked. The theory 
ef the Pereonnel Act 13 axesilent but it ean be reads. 
defeated in the seaignwent of duties to the exceptiona 
capebdle. 

fenior Cfficers of the Cerps should be urged to 
keep e lock out for such offieers in the eenior Lieutenants 
and Lieutenant Commanders, cml render apecisil confidential 
reports on them. (fter further yesrs of teetine, the 
grou; bLeetmes wore ond wore merrowed, out is “eval large 
encugh to ineure edequate top management in future years. 
And then let thea hit the top greup in thelr very earl Ly 
forties or their late thirties if they're reelly good. 








"7 belleve the Bureau should oak eeoh officer in 
the Supply Corps te submit et en early in his career 
aeome sort of s rough outiine ee te hie idee of how his 
career should ceveluo. The Buresu should then comment on 
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the career suggestion end petet out shy way in which the 
eareer could be plenned to wore effective sovce listwent 
(to the end that the of fleer would be offered sreeter 
opportunities fur »raevtion snd for resewnsivle poeitions). 
AS thia peint the Sereau end the offleer sheuld come to 
some sort f on agree@ent wa te Sow the cereer should 
develop. fvery effort shewic then be made by the / uretu 
to keep the coreer om subedule. Yhe offleer aaveld feel 

& near guerantee thut an iong as hie work ia satisfactory 
thet his career will be furtuered end protected by those 
in the Suresu mexing duty estignuetse. The whole matter 
of Mitness Reports becomes a sunject uf atudy end revision 
at this peint.* 


Avis Upehi 


"an offleer from the officer Peraennel Ui viaien 
should make & tour cf the c-untry at reguier intervele 
(Perhaes once 6 yesr cr every two yeerr), ateppine at ell 
mejor naval sctivities and individually interviering a1) 
Supply Corpe@ Officere witr ea view to recording their ideas 
ané cesires end counselling them us to their c#reers. 
ufrleers need net be inlerviewed amnusliy. Ferhaper once 
in five yesrs would suffice. wificers at minor sctivities 
esculd report to mejor setivities in thelr eres for their 
interviews. if this systez ie ret feasibie, some reans 
of bringing @11 Supply Corpse cfficers inte perecnal tontect 
with representatives of officer Personnel] st predetermined 
intervala sheculd be cevised, ouch periodic conferences 
would sllew the officer concerned end the Officer Persennel 
representstive to eatablish types of billets, wiich would 
beet sdvance the of ficer concerned along his pleined career 
until Ais next interview with s representative of officer 
Personnel," 


| CASE BGnr 





“after 2 years' service every officer to se “ 
‘gureer piai,' te be nade «a pert of his permenent r ‘ 
and to be approved or dissepproved by the Bureau on the 
veasis of consideré long mest pertinent at the time, 

DbuSendsA to publish frum time to time, types of 
eareers in whieh it ie cesaired to train end asaign officera. 

A Gefinite ferm to be vaed for requeating duty 
assign-ents in line wilh the ‘sereer plen', providing spece 
for notiflestion of ection taken by the Bureseu. 

individual ‘csreer plans! must be subjugated to 
the peraocnnéel and funetionel requirqments of the Buresu. 
Renee, eny system set up must be flexible enough to provide 
for constent chunges suv that offieers' desires end 
Bureau's needs will be coordinated. r ell, we are 
working for the Navy Departzent and the U. f. vernment, 
which means that ell cf us must expect duties nct to our 
liking or failing to tie in with our own plans for a Kavy 
Career. 
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Whatever plen 1s adopted quest be feltifully 
fellowed. ‘So far st i bave otserved, the technics) 
specialization plan ,ublielzed vy Sapgiies enfé accounts 
two yeera sgo bes tevented to nothing, Gueh as flaseo 
merely dewarsiizes end Gilagusta these of us who were 
neive envugk to eapect real resulte,." 


ALK 


"It sppesrs thet the firat decision gust be made 
at the tep on the guecsticn esx to whether 6m offiveer le or 
le mot in feet to have s hearing on hia future agei gnmente. 

If it le cGecided that tne Biresu will dietate all 
bwaslgnwents, 16 agveara then thet an officer ahvuld be 
informed of his next duty sssignment very early for many 
reascna ehief of whick is that Re can prepare for that 
eseignment by stucy and observetion at the time he 1s 
performing hie current aselgneent. This, in my opinion 
would tend to raise the general level of perfcormence at 
all commends, Yhe croief Gisedvantege ia that the doer 
ia opened early for 'peliticalt action, aimed at changing 
undesirable aasignnentea, 

If the officer la given «n opportunity to beve @ 
voice in his sasigumenta, Lt appewrs thet res] cansideration 
ahowuld be given to the officer who eunsistently performs 
in an outetending mecner,. Surely it is in the intereat 
of the service, that a. officer who has performed well in 
the past be givén oe opsortanity tos aleet an environment 
in whieh in his own aind, he will ewntinue st that level 
ef perforeance in the future. Conversely en officer who 
has not porforwed well in tne past eight well se better 
in the future if hie own desires as 62 type of cuty were 
given considerstion in hia piscement. 

i do not meen to impiy tam specialization Ls 
partiealerly desire le or undesirable. The individual 
preference may ce for or aguinat and, in the long tera, 
the interests of the service are probvenly best servad 
by developing a group @f speolaliats and a group of none 
soecisliste. . 

I feel thwt we neod more partielpation by the 
individuel in hia orn eseigneents,” 


tore Teel that if tme Detsil office 
—_ t s poliley to forwerd some type of form 
letter to offLeera expecting to be detached within the 
next three or four munthe from an seaignment, ing 
they indicate such things as satisfaction with Gu 

neéring completion, whether they desire to newain in 
that line of Supply work or prefer a chenge, thelr derire 
for next duty loestion (list three) end pessible a few 
ether pertinent questions, it would go a long wey toward 
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making an individual feel] he was paerticigatiurs im guiding 
his earedr bad astinwiwents emd thet officer Pweruciuweel Ses 
interested in reeeivi ~ his coment and Bie dedires, 

this would Not only seve sony pereohd! letters 
thet ge back and forth but if wits 6 Aigh percentege of 
eccomelishment, officers wonld be ordered to cae of their 
eext chelees, end at stveout the time trey expected a great 
Gesnl weule be gained in builéiug a feeling tv. the Led! vidual 
officer that they heave s lwmd in Jisit ng their eseiogmeenta 
and careers and tieir desires are deing met. 

1 »ersunelly believe timt guch & thing e#a be done 
mach more then what J have seen. In pescetime, there should 
be no need for short nétice erders except in exrxtiawe 
esergenaies." 

J5 bE 

"7 don't peliave that Meval Cereers can be plenned. 
I ehellenge anyone tu predict whet the need@ aud 
orgsnigationsl] setups will be five - ten years from new 
for any of the three services end their several branches, 

In addition, I pelieve that specializeticn 
narrows end limite too much the amcunt of useful service 
that can be erforted t7 the idividual olricer. It has 
been my observetion that the most dependable »10 able 
administratora in the corpe have been and cre the senerad 
eervice officers. The spoelaliste tend to everleok end, 
in some canoes, ignore the course of action that would 
e2pedite send enable e.iective operaticow. Trey forget 
too often thet the Bevy conelats of gen, akipa, ond plengs 


net clerks, desks, awd typewriters." 


Ty hL7s 


“Frepareation. of handseok cover.ug cll BLliets 
in Sapply “= this handbook given to all Luapply 
sfficers for ormstion and aid in Career "ls ° 

A routine form sent to all officers 
choice of next ~» & mnths before cheage - officer 
notified 3 senths =) eee 
end asked for comments for or. 

uffleera showld be enc — os reers 


ay —— a long renge pia wed 
by ‘UPD! after interchange cf Laws ep 
= 20 assigned so as to properly prepere for final 
jeetive > possible. the tise an officer 
Sense Lisutensnt in renk, he have necessa: 
SSawanees te be designated See speoialiet, if dee 
in a field of hia choice, 
orficers ocouny’ ime billets in ‘OFPD! should. be 
peracnnel epecialists, 
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“Attempt te eive esech 4uuply Gorges School 
grediwate fils first ehofce as fer as tyyve of Guy ie 
concerned, 
Put the uncecided yeune officer if a lofee depos 
| Or large ship where he can see ell especta of a cerecr-~ 
| otherwise he'll) heve trouble planning one, 
| AS far e& possible, when au offlcer petes shore 
| duty, he should be essigned a& clese bs puseible bo nf 8 
| offielal home, if oficera ceuld earapseet this, tie, would 
| be more inclined to spply for the tyge of duty tiwey wanted 
retnoer than to accept eny type 4a order te get the 
loest ion they WHDEe 
Keep officers advised «s to whet the top level 
needs are 4nd whet they ure expected to be in the t oreeese dle 
fuvure #0 they will have an ogpertunity to work tuwerd e 
Gefinite zoel." 
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“I Gan speek only from the puint af view es a 
Syecialist. (1) Let the Curps openly end honestly affirm 
or deny the need fcr functional speeltelizetive. (8) nee 
Geaigrmmted, rotate a speelalist within his Specialty. 
| (3) Promote hia to a rank commensurate with hin reardnsi-#~ 
| Dilitiees. (4) Dispense wit» the lineal peaitior ¢t 

of promotions and put it on 8 merit beaisa. (5) Sotation 

mey qualify one @n a ‘Jeck of 11 Yrudes und sester of nunet 
, | let's not ruin s comnefide specializt by those erchaie 
met node," 


Se Fi Pie 


“The onus for career planning ie end must remein 
on the individusl officer. Me must decide what he wants 
to 60 and whepe he werts to ge. MulleandA esn help him in 
determining how to go shout it, Obviously not everybody 
Cen be an AUMIRAL . .. . and not everybody wante to be 


Cree 
Tpecifie frepegels; (i) Jiurvey the vosle Gorpa 

from Clase of '31 to the present. (2) Batebvblish a 

review oogrd of Captelfis only, with e working Tecretarlat 

of Civilisme only, i.e, statisticians, senelyatsa, ete. 

(3) Uetermine curesr aspiretioas ef esch officer as te 


highest rank desired; srectealty i ae own 















opinion of lifieationa both orufessic 
teetmical } eae therel training desired and why; and 
other © questi na tc draw eut officers’ career 





attitudes. (4) Tabulete date to show distributi.cn 
apresd stetistiexlly for use in comparing ‘desires! with 
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trpeds of the service.’ (5) Cull out only awed iaformetion 
from each questionnaire as is besicswlly neecersery for 
detelling purpeses omly, mot te go into jecket of record 

fer promotion purpidsaes, aid eateblish a purely deteil 

file on each officer. (6) TLestroy or place questionnaire 

in SHCHRT file for wotaing' and Plag Ufilcers'’ perusal only, 
and then only for detell references. (1/1) s*eueure offleers 

of purpose 6mé intent of survey as ahown sbove. (38) Acnounce 
publicly the stutisticai findliws witheut referense to names. 
(9) Anpounce publiciy @ Jefinite pelicy eith respect to 
career plensing, educations. potentialities, and action to be 
teken with reapect t ‘desires! versawe ‘needs of the service.! 
(10) @Qurvey aid arnmeance publicly, the findings on ceree@ 
poseibliities in the Corps, Geese transportation c#reer, 
petroleum control] and mensyesent, purchasing, general supply, 
werchandising, inventory contrel, we, (11) wutiline in 
Getail, the varivus career petterne and the speoifie types 

of billets genereliy sevailable in alli gredes to Commander, 
ehowing examples of very desireable and very under! rable 
locations which ma) be asalgned. 

laplementstiun of any sort of pler alome Ubese 
lines wueld involve muon survey wWurk wd atatistieal 
analysis, and £t would be dependent upcx the correlation 
between ‘desires! end '!needs of the eervice’ ... which 
is busic,. 

Nevuertleleas, there are many apecialty careers 
whieh eould be nemed and werich Guuld occupy officers all 
the way up te Csptein «ad Admirel., Wone need be reatri¢e 
tive as te fubure potentislities, perticulavir in view of 
umifiecetion trends and the tevy's need to trein pecple for 
much bigger jobs then Savy-eide ones. 

Il daresay thet many orfivcere who shy sway from 
taking undesirable aasignmente in remote locetiona would 
change their views «nd hagpily eccept such detella with 
full eaasurance that they followed a cares: pettern whieh 
suited thea, For inatanece, & petrwoleut specisliet whe 
eapires t. be a top member of the Catrvleus Board someday 
would not mind going to a year's duty in tie wilds of 
Aleske con a petroleum Jeb provided he khiew that owtrolews 
would be his mejor speglalty tharvughout. terlizing, 
hevever, that his «spiretions cepend more upon ‘contacta, 
'preatige jobs’ and tchanee agvignoents,' he wild be 
reluetant to hole ap in obscurity for a year in some 
hamlet in Alaska, 

Scr are all officers interested in specializing, 
Indeed wany prefer te take aosignments as they come, enjoy 
the clungea, snd not sorry about sny céreer osttern other 
than the setiefection of doling a joo well in any eepacity. 
It resweins for a stetiutios] aurvey te tell whet the 
yroportions sre and to determine whether any Kind of 
patterns ean be worked out for myone,." 
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"“Consultetion with officer concerned at the 
dDeginning cf his esreer end at periodie intervele 
thereafter. 

A frank avpreise] by both the officer and the 
officer he consults az to the field best suited, ability 
and modification in original appraisal. 

More consideretion of a: officer's peracnal 
ineclinaticns, hence hig ebility, rether then to the 
exigencies of an lmeediate situation. 

Personnel adaiciatration rather then werely 
assignment." 


SE SiVINTeEA 


"Hetermine aptitudes of officers, Query officers 
regerd'ng their chelces for career patterns, 

2Gvise them of their chences for satisfection in 
chosen eareer patterns with regard both te their proven 
or indicated eapabllities «nd the billets evallable. 

Establish setisfactory carcer pettern for each 
officer subject to change with conditicona,. 

AGvise officer of his probable career pettern, 
and of any cenditions arising to effect it. 

Teke apecial pains in Detail office to accomplish 
career patterns ae set up but wher conéitions make change 
necessery, advise officers concerned ae to resrons." 


aE _ 
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| “Sometime during the first a1x months of his 

| @esreer, a Supply Corpse Crficer should be given a welle 

prepered pemphiet that discusses and explaing the 
following: (a) The possibilities of Cereer Planning 

| end how «@ sappy Corps Officer can plan hie career 

| effectively. (bv) The fields in which one ean plan his 

| @Gereer, including specisliszed fields. (0) The tyre of 

| Guty assignments normally given to the different ranks, 

A good eureer planning progrsm should be devised 

anc opersted by the Detail Section of officer Personnel, 
As much consiGgerstion es possible should de given to 
the cfficer's requests for duty sealgnmente. 


RS WLS 





“pefinite rotation polley strictly observed. 
| Publication of billets to be evailable, allowing 
officers to select deaired ones with several months’ advence 
notice prior to transfer, 
Dewemphesize general training for at least 6 years 
in Enaign and Lieutenant (J0) ranks. 
Publieh suggested patterns including elternetes,. 
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Begin a counselling service - could ve hendled 
by Dietriet or Staff “uppliy officers who could edvise the 
junior officers on how to plem careers ond whet duties 
Shoald be included for the most eatisfying or succeaesful 
esreere." 


CALE ai 


"Jt has slweysa emazsed me thet the Nevy allows ite 
pereonnel to ve thrown from job to job with such littie 
+ for inéividuel careers. With such confusion, it is 
folly to expect that the best possible use is being made 
of the officer. The Xevy hes s greet investment in each 
of us and should protect that Investment do; initieting 
@® regular csreer planning program, It would be logical 
to have on @ district level and down to @ station level, 
tnforastion on available Gupply billets, wliso have 
| @onferenees and individuel ceunselling eessione. The 
Officer Peraonnel “eetieon cf BulandéA sheuld be expanded 
to Go e@ mere complete jcb. There sre too few officers 
there now," 


SE a. = 
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BAAL Cv NRE NT. 

| In ecomeluaion, mention might be mede that many 

‘of the officers aligned their name or identified themselves 
in some way, some er;reased appreciation for the opportunity 
to "sound off," @ conziderable nuvber thought the results 
lahould be published end «a few included peracnsal letters 
|supplementing the queationneire they submitted, 
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PART PIVE 


DISCUGA ON 


HE ROLE GF THES INDIVIDUAL GPFICER 
Erfeetive and e.ccessful Cereer Planning begins 
| 4th the asplirationa and capabilities of each individuel 
fficer. This implies of knowledge of goala and s step~ 

yratep self-evsluation by the ingividusl officer, ideally, 

emewnsat as follows - 

(1) A eareful revieer of the warious possible cereors, their 
educsetionel end teehsiceal requirexents, eertain specific 

| peycholugiesl] needs thet sre inter-related cud inseperable 

froe the verious cereezs censidered a:d a1 estinete of 
the type, loestion, legies) patiern en€ eventuel gos) 
of successive villets. 

(2) A critical personal evaluation ef previous experience and 
training, voth civilian end milltary, es to the degree 
eof success stteined, amount of Lnterest generated and 
the indiested astitude fer the type of work lavolwed,. 

(3) A determinetion ef long range peredtnal odfectives end 
oriterla of success, 

(4) Correlation of qualifiestions, objectives end opportunities 
in the cholce of « career pettern that most cearly metohes 
experience, interest, treining end potentials, 

(5) The development of s systematic a,oroach - @« problem 
gsOlving technique which the individual officer may 

| epply when sedjustments of the selected career pattern are 

in crder due tc my one of many fa.tore that mey edvereely 


affect previous planning. 
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Of sourse there ere seme indilviduels whe seem to 
follow such en asnelysis inetinctively end autematicelly, 
They slvsys apyesr te have eae very slear picture of Just 
jwhere they ere going and are eonstantly on the elert to 
eepitelize on any opportunities that develop. 

Then, there ere see wine are incapable of decision 
end correcpooding responsibllity in spite of any training. 
They are cften content te sit cut their service as necensary 
leew in the larger Spear 

Pinelly, there 16 & large group of officers who 
re insecure « who must feel their wey sieng, These of fiecere 

in need of guidance. They require more faectusel informtien 


' 

x ope Career Planning can become a reality. 

Thus, the role of the individucl ie peraasunt, ithe 
his partielpation, true Cereer Planning 1s weaninglees, 

| hie perticipation ia cer‘eloged om the basis of an 

| equste snd infomed seif-appreisal, Lt ia ilkely to be 


auccessfal, 


B ROLE OF THE OFFICER ) ERBOMARL DIOL OR 

The Supply Corps ite o militery orgenizetion with all 
that 1t implies. The first consideration in duty sesignnents 
t be the neede of the service sa they are interpreted in 
uUffleer Personnel Divielon in the Bureeun of Bupplies and 


ST 


| 
ccountea. This ¢ces not necesserily mean that the individesel 


s inevitably compremiaed in the echlievement of a selected 
reer pattern. The melority ef officers ineluded in thie 
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study sppear wellesatictied thet the officers seasigned to 
billets in the Detail Section ere cognizant both of their 
eeds ané cealres Gud sre west enaious te reeoncile thes 
favorebly with billet exsign exte whenever possible. 

Hovever, there sre cortel:: conditions existing 
thet are genereaily unfeversble bt. effeetive and successful 
Career “lennirg to the extent derired by seany of the officere 
arecluded in this atedcy. 

(1) The requirevente for Sueply Corps orficers ere decidedly 
ana defiritely unstebie which eorks ageinet any longe 
range Career Slanning program, | 

(3) oOffieers ere not equelly qualified to serve in sll of 
the varieus tyres of billets availeble. Individual 
differences exist end tend to decome more spparent be 
esreecr patterns develep, Therefore, cersonne] evaluetion 
is s necessery prerequisite to the effective selection 
and pléecement of officers in sugcesaive duty aseteneents 
which, in turn, may or mey not alter tne accomplishvent 
of proposeé or tentetive career patterns, 

(3) By virtue of the size and charecter of the Nevy iteelf, 
essignvents exist thet may be aensidered es “blind 
elleys" from a Cereer Plenning standpoint. It is often 
a matter of chence in time snd elreumstance whether an 
officer will be sssigned to one of these billets, 

(4) Career Planning on 9 lerge scele for individual officers 
would be enormously complicated and expensive to 
coordinate erd adeinister under present ecunditions, 
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ADVOQUACY of THE SAMS LE AND MEV BOD UP ARR EARCH 
Leoeking beck on this research project certein 
Geficilencies ere apparent in the Csreer Pianning Guestionnaire 
nd the semcle of Aeguler UEN Supply Cerps officers selected, 
Possibly this is 8 common reaction purtioulerly in the vase 
| f initial investigstions in difflLeult problem sreas auch as 
KCsreer Planning. 
Some of the questiona eosuld have beer worded 
Afferently, but regsrdless of the wurding ueed a sortain 
wo amount of interpretatio. will take place. The 
Type Command Code ceveloped for .«estion Ho. 5 (See Appesdiz 
GC) te believed unesatiasfoctory for the purpuse intended, 
lon Ho, 18 whieh Ls concerned with the opportunity of 
officer to participate in Career Planning would have 
been more useful if it hes contalned an epern-end in order 
ito dete-nine the shifts in eervice tenure categories tiret 
wuld result together with the ressone why. 
A mamber of questions oriuinally developed were 
Inot used, Following ore several examples selested fron 
thie GT OUP « 
a) De you Selleve 1% would de peesicie for on officer 


tye fit himeelf into a atenderdized career pattern 


| 


and feliow it threugh most of the yeersa of his servicet 
Yon Ro If your anewer is xyes, te whet eatent 


end how perménent ah uld thia ohcice bet. 
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(2) Do you velieve that a Sugply Corpa Ufficer of your renk 
and experience is reudy to seiect @ career pettern? 


Yes Hoe if your answer ia Yo, why not? 


BBB 

















(3) Do you heave any soec.ei sptitudes, quelificetions or 
skills whieh heve not been utilized? Yes Ao 
Kost ere these? 











4) What factern do yuu coneider most importent in selecting 


a Gareer pettern to rcllow? 
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With respect Go the semple it ecntains too many 
Leases tc rermit brosd conclusions from the Gute. ‘hile the 
aponse wae satisfactory, 31.7% of the officers failed te 
newer. Were they simply too busy or uninterested in Career 


ane ee ST 


IPlsnning reseerch as developed in this investigation? 
While there sre certain fuulte in the serple, it 

cea provide s« baaeie of comparing percentage releaticonshipe 

between renks asurveyecé. ite deficiencies were known but 


forced by limitations of time and fecilities at hand. 


AR GASSES PGR ANT AGAINST CARBER PLANNING 
This resesrch does not completely state the case 
either for cr againet Cereor Planning, although it does 
lsn@iecte a considereble interest in meny of the issues. 
The evidence collected seems to point to Csreer Plenning 
iin @ limited sense witn the inmediate objective of 
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eveloping officers for dillete of iveresalag reso meibility 


dG importence rether thar ettemptiag to pattern careare 






inéfvidually in eccerd with a tentative meester blueprint te 
eppliecé over en extended periecd of service, dai tioned 
research should more clearly define the baeic ivaues whieh 
ectill xvremain « 

(1) Is Cereer Flenning possible toe the extent meny officers 
Gestre src expect? 

\(2) Fow can Cerser Planning be successfully applied to the 
ma jority cf efficere in a military orgsnizetion? 
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FAR? SIX 
SUMMARY AKD CudCLUSIONS 
Tre cbvjective of thia resezsrch wae to aubject to 
erutiny various aapects of Career Planning in o:der te 
deteraine, by en empirieel study, opinions and attituces 
jot e reprosentetive semole of Hegulur YSN Supply Cerrs 
orticers relative tc theiY own career petterns in particuler 


| nd Career Planning in general, 
| 


| 


jinvestigativn wes a speelally devised Career Planning 


| 


Questionmire comprising 6 Gombination of inforsationsal 


The prigery research instrument empicyed in thia 


| od evelustive-ty»e questions, ‘Como snewers were scaled in 
ategor‘es while othera were elther ,ertially or completely 
open-ended. A total of 17 q@eations were used on the 
ee whieh covered four simeogrephed legal seize 
jpegea and an secompanying letter deseribing the purpose 


| 


ot the study. 


4 The Career FPlannisg Cuesationnalre waa ceveloped 

tos 6 preliminery survey of the issues followed by a Pilot 

S eady ef {ts content in experimentel form. After necessary 
jehanges had been completed, the Career [lanning Guestiennaire 
| e finslly revised wss sent cut to a randomly selected group 
lof Regula: US “upply Corpe Cfficers in the ranke of 

as (Ja), Lieutenant, Lieutenant Commander and 
— currently on shore duty in the Continental United 





\Etatea. Approximately on® thirg of all offLeers on active 


Auty in each of theae renks were ineluded in the sample 
selected. A total of 577 Cereer Plenning yuestionnsires 
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were mailed out with e @6,3% reeponse (304 questionnsfiree) 
ethin the ulloted tims ovried of a»praximstely 45 caya. 
The enelyeie wae sprecdéd over large werk sheete for 
ch renk, as the emount amd compleaity cf the information 
: reejuced mdo it imprectical to eode the date «txt ure I BM 
rrda. 
The scope end obvious limitations of sa study of 


4s as broad end eluaive ar thet of Career Pienntne. 

| Aceordiagiy, while certain tendencies are noted 
heretn, they have been carefully hedged which Le delileved 

wa rented consicerines the reeeasch upon whieh they sare besed. 
am Apparentiy, from the eviderce gathered 11: the survey 

| of this group ef Lupply Curpe Officers, there seems te 

be a breakdown of comsunicetions between the Individuel 
officer ard the Pureau of Supplies snd Acecunts to a 
certsin degree. officers in the field are not sufflelently 
ecognizent of the complex preblems ene wntered end the 
many feectors to be eonaidered by the Officer Pergcnnel 
Division prior to nominsting an df ficer to the Buresu 

of Navel Personnel for e billet. Ob the other hind, 
there may de insufficient deta on many ‘uppiy Officers 
aveileble that ean be relied on ef a baais for sasigunent 
by the Deteil Section, apperently, there te a need for 
more inferastion routed out to the field reletive te 
besic personnel policies. HBewever, this is not a problem 
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| 
| 
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that is unique either to the Eapply Corpse or the Nevy. 
Lack of efequetse communiestions both up and dewn an 
erganiazsetion iz xfter. found in gomy iseme and welle 
managed dbuainess ecterprises tit meixztain vorld-wide 
faellities with large sterfa of truined personnel, 
There eppeare t- cbe on undereurrent of unrest exieting 
asong the officers eovered in this eurvey, particule ly 
in the ranke of Lieutensnt and Lieutenant Commander. 
This unreat lergely steus from two basic factors over 
whieh the Bureau of jupplies and Accounts hes neo control, 
namely, inadequate cay and inedequete heusing facilities 
at many atations. Action his been taken by tha avy 
Leparteent in regognition of these deficlencles, but 
tengible resulta ore necessarily slew and from the tome 
of numernus camments, sone offhceras are about ot thse 
end of thely patience, 

Prow the inforsnetion ,rovided in Unta study, 1% appesra 
unitkely thet typical career pettertis ectuslly exiat 
for fuyply Corpse -fficers es @ whole in the various 
reanke. Furthermore, while thia greup of offleers 
recescond what they believe to be an ideal succession 
of duty eesigneents deemed euperior for tratning sad 
Geveloping an officer and leadiag to e successful 
carear paitern, apparently, practical exigencies and 
eherce factors have operated ugeinst the sccomplisnsent 
of sugh catterns in their comm esreers, 

The mejority of officers surveyed, in esch of the renks 
included appear to ve satisfied on the whole with their 
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individual sssignments, with thelr Fre-ver, Wartine 

and PosteWer secuenee of duty and finally, thelr 

totel carver psitern to date, 

The majority of of ficere covered in this study either are 
sotiafied with Usreer Sienning ee it ts new condueted 
or elee congider it relatively unisportant when rated 
with other, more pergenal adventeges and dlasdvanteses 
inherent in end inseparebis fran a Nawal Caroer,. 

The majority of officers surveyed heve ettempted at 
eome time in their eareer to select or pattern duty 
essigumenta with exparent auceess. They alao excect 
enc belleve they will ve given as much ccnsiderstion in 
the development of & selected career pattern as the 
needs of the service permit. A large majority indies te 
there La net enoogh information eavalieble to them on 
Career Planning and regcomend the Konthly Xewsletter se 
the most convenient sedis for trensmitting this data to 
them. 

The sujgeetions cffered sre interesting and worthy of 
Considerstion. lownever, sume ere besed on faulty 
inforzetion or sre laprectical either from the stande 
point of expense and svelleble personnel] or would be 
extremely Giffieult te earry out is & military 
orgenizetion euch #8 the Supply Corps of the Navy. 
Notwithatending, some p-int to deficiencies known to 
exist and reeo rend the estublishwent of certain 
proceedures and aegenolee for thelr adjustaent which 
might well be exemined further, 
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PART SEVEN 
SUGGESTIONS FOR FURTHER RESEARCH 


This investigation wes actually designed to serve 
@ pilet etudy in the field of Cseroer Plenning research. 


Phis £fsct accounts for the numercusg issues under consideretion 


i the broad sweeping objectivea sought, 


A belief existed and wes partially substantiated 


y subsequent results that, regardless of any factual data 


value that could be extracted, this particular thesis 


‘oject might serve to direct future siudies into the more 


Wp of i table research ereas related ts Career Planning and 


development of career patterna. 


It is poseible that some of the suzcestions fer 


‘further reseereh that follow are alreedy under consideration 


( 





heve been crevioualy tested with indifferent success, 


effort hea been made to econstruet these probleme in ea 


structure trat appeers capable of realisation with the 


imum of facilities end specialized techniques, 


+) 


An important consideration umanawered in this study 

{a whether there ere typical career petterne that lead 
to major sceomplishment end succees. A guided-interview 
type of study of the cereera of & representetive group 
of Supply Corpa Ceptains mey provide useful deta in this 
reapect. 

A research-type inveatigation conducted with e 
representutive seuple of large oeilvilien business 


orgenizatiuns that have had easerilence monitoring the 


careers of their own managesent personnel might reault 


(3) 


(4) 
| 


(8) 


in the collection of sowe useful Guta applicable te 
Gereer Planning for Supply .fficers,. 

Research should be aunplied to the problem of creating 
effective communication betwecn sn officer in the field 
end the Eureau of Cuppliles end Accounts through ehsnnela 
that peralt a rapid transfer and exchange of securete 
information fm bcth directions. 

Research might be profitebly cirected to the deve lopment 
of aueh additional records #a sre deemed neceseery te 
adequately appraise the individual officer for Getal ling 
PUPpe ses. 

The Poste-Greduste and Teehnical Training ?regrawm sheuld 
be pericdicslily re-exsenined in order to deternine the 
current requirezents, the enticl pated future career 
petterne of officers undergeing thia training end the 
basia of selecticn with as mach of this Gete as possible 
made evalleble te sll officers in order that they mey 
have @ clearer understanding of what La intended and 
where they atand in relation te the progren, 


(6) A study should be eunducted of the edequacy end 


| 


potentiala of treining provided by the rotetion of 
billets et majer Supply activities in or¢ter to clive the 
individual officer a wellersunded understsnding of the 
Supply miaaion,. 

A numdver cf officers atated on thelr Cerewr Planning 
Questionneire a des‘ re or need for formal erunseling 


eervices conducted at regular intervele vy axperlLenced, 
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informed and properly quellfied officers, RKeseareh 
anould be ¢ireseted to determine the gost crectical meane 
of tmplementing e srogream cf this nature, 

Finslly, an inveatigution shuvld be considered relative 
tc tie sdvisebdility of organising a Persunnel Research 
ond Pisnaning Seetion in the Ufficer Fersonunel Division 
om an experiments) teste, for sa perlod of time until 
ite value as en integral vert of the personnel function 
is either proved or éiacreved, 


Gaia! cee) GAM Ve § be me oes 
Lie unoyeentnbuee — 








PART VIII 


BI BLI OG RA FRY 





(2) 


: 
(4) 
(5) 


(6) 
” 








"Duty Patterns in TO officer's Career" prepared - 7 
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RXPERIMENTAL CARUER PLANING UESTIONMAIRE USED Ix 
THE PILOT STUDY 
NOXTEWES°@EN UNIVE-SITY 
OFFICE OF THE P=O7ESSOR OF NAVAL SCIBNCE 


the attached questionnaire on various aspects of career Planning 
is part of a Personnel research project cveing conducted bv 
wis Officer unde® the joint sponsorship of the Graduate School, 
Northwestern University ani tlhe Bureau of Naval Personnel. 


A group of Regular Naval Supply Officers in various ranks has 
becn selected at random to be surveyed in this project, You 
are one of this grouy. The purpose of the questionnaire is to 
determine vour opinions relative to your om cnreer pattern, 
in rarticular and enreer Planning in general. 


All dnta on the commleted questionnaire will be tabulated 
and tre results sudjected to careful scrutiny ani sGatigoieal 
analrses and internretation. It is velieved that tnis study 
may provide valuable insights into the prodlem of effective 
career planning, 


The information vou furnish will be treated confidentially. 
It is not necessary to sien your name on the questionnaire. 
This is not a test - there ore no rieht and wrong isvers, 


so feel free to state your opinions fre kl yy. 


A Prompt revly is most earnestly solicited and ‘vill de srently 
anvreciated. 


think you for your narticination and interest in this research 
Croject in career planning, a subject of vital concern to all 
of us. 


fours vory tamiy, 


ye. Js) COrbeardt 
mt. Se, VS 





CAREER PLANNING QUESTIONNAIRE 


Before you start -- A CAREER PATTERN for purposes of this study may be defined as 
a meaningful succession of duty assignments designed to develop the professional 
skill and enlarge the exnerience of the individual Officer fitting him for duty of 
increasing imnortance and responsibility and enabling him to achieve his personal 
objectives of an honorable and useful career in the Supply Corps of the Navy in 
areas Of his greatest proficiency and interest. 


1. Present Rank Age Years Active Commissioned Service 

2 Present Duty: sea Foreign Continental U.S. 

5. Cneck all Applicable Classifications: Academv Graduate Line Transferee 
Reserve Transferee supply NROTC Program Former Enlisted Service 


4. Education: (Circle Category representing furtherest point reached.) 


High School 1 2 34 College I II III IV Degree Post-Graduate Roeteeo 


o. Wsing code designations indicated, when applicable, please list in chronological 
Order on the following summary your Previous duty assignments up to and including 
your present billet. Do not indicate temporary additional duty assignments 
separately unless they extended for a period in excess of 6 months. 

iDuty | Ne. | , Rating 

‘(Use ' Honthg Type Command | | (Use 

k Godel) Served __ (Use Code IT). Specific Duties | Code 1 

Tey -aiae 
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TT gety Code: 


A. Sea, permanently attached to or operating from a Naval Vessel. 
B. Foreign, outside U.S. not permanently attached to vessel. 
C. Within Continental Limits of U.S. 


Il. Type Command Code: Interpret vroadly using these specific categories. (Note: 
this list has been devised for convenience in statistical comparisons only.) 
1. Busanda 
2» Field Branch 

- Supply Centers and Depots, all types, 

- Ship Yards, Gperating, Repair and Sub Bases 

- Combat Vessels 

Auxilliary Vessels. 

- Naval Aviation Activities (NAS, etc.) 

. Staff Dutv. Major Commands. 

- amDhibious Forces (Incl. MTB's and CB's) 

Post-Graduate Schools (Incl. Naval War College etc.) 

ll. Technical Training (Cargo Handling, Food Preparation, etc.) 

12. Supply Corps Schools — Staff or Instruction 

15. Other (Designate tyne command rather than code in Sumrarv ) 





— 
WIWOODVYNABDAMNAW 


Il. Rating Code: For each individual Dut~ Assignment, select the statement which 
most nearly res»resents your evaluation. 

This duty was definitely of great value in my Dersonal career pattern. 

I believe this duty has been advantageous to mv career. 

This duty will have little or no aprarent effect on mv career. 

This seems to have been a repetition of previous dutv and of little value. 

-y Career may have been retarded with this duty assignment. 

This duty would have been of ereater value later in mv career. 
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6. How well are you satisfied with the Separate career pattern for each of the 
following periods? (Check the answer that most nearly expresses your opinion) 


0 SS rm A 
Ne Service 


Well- in this 


Period ' Satisfied Satisfied |; Dissatisfied| Un atisfacto Period 
Pre-War 


Wartime | eee. ae ~ 
Ftime i 


Post-War | 


?@. From your own Observation and experience, list specific billets for each rank 











Neue 


an which vou have served which seem to you to be most essential and worthwhile 
for inclusion in the design of Standardized career Patterns. 
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Which of the following statements most nearly renvresents your own evaluation of 
your total career Pattern to date? 


I am well satisfied that my duty assignments seem to fit into a 
meaningful career Pattern, 





On the whole, my career pattern seems to have followed a logical 
seqience of assignments. 


My career vattern seems to represent a foreed compromise matching 
my Own personal desires with the needs of the Service. 

——._ ‘"n the whole, ] am not satisfied with certain aspetts of my career 
Pattern. However, perhaps chance has not acted in mv favor. 


—_..__-—‘«*mT:scéhhave had too many duty assitnments that seem to be "dead-end" billets 


and therefore fee] that my nergonal career pattern has been generally 
unsatisfactory. 





9. At any time in your service have vou had an opportunity to select or pattern 
dn any manner, duty assignments? Yes No If your answer is Yes, Just 
how were you able to accomplish this? 
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lO. Do you believe that the choice of a Career pattern will have Slenificance and 
be given consideration in future duty assignments, provided vou have adviged 
the Officer 7ersonnel and Training Division (Detail Section) of the Dattern of 


duty you wieh to follow? 4 great deal some, but not too mich Very 
little None ‘ 
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12. 


16. 


How mich information is readily available to you through official and 
unofficial sources relative to career planning. All that I need 

Some, but not enough Verv little None that I know of ; 
In your own case, what have you found to be the best sources of this 
data? 
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What svecific Samape tae would vou _— for the design and accomplishment 
of more meaningful and effective career planning by and for Naval Supply 
Gf icers? (el 
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Listed below are advantages of a Naval Career régorkéa ov a egroun of Officers 
recently surveyed. Select and rate in numerical order (with No. 1 your 
first choice) the six advantages you personally believe to be most imnortant 
in a Naval Career. In the event that anv of vour advantages are not included 
on this list indicate them in the blank spaces provided. 

Social Prestige as a Naval Officer. 

Medical care for self and dependents. 

A reasonable amount of job securitv. 

A variety of assignments and experiences which maintain 

interest in one's work. 

Congenial social environment. 

Periodic promotions in rank. 

Liberal Leave benefits. 

Increasing authority and responsibility with seniority. 

Oprortunity to travel and live in many different areas. 

Retirement benefits at a relatively early age. 
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Listed below are disadvantages of a Naval Career as reported by a group of 
fficers recently surveved. Select and rate in numerical order (with No. 1 
your first choice) the six disadvantages you dislike most in a Naval Career. 
In the event that anv of vour disadvantages are not included on this list, 
indicate them in the blank spaces provided. 


Too much chance enters into successive duty assignments. 
Inadequate Naval housing facilities at man:r Stations. 

Promotions do not coincide with increasing responsibility. 
Inadequate pav for job and social position. 

Frequent ané often avoidable separations from one's family. 

Little or no consideration of nersonal desires in changes of duty. 
Interruption of children's education. 

Career may be stalled by one bad fitness report. 

Lack of normal civilian contacts and friendships due to relative 
short period of residence in a community. 

Inability to plan a career with any assuranee that it will subsequently 
develop in manner desired. 

Assignments to duty at undesirable stations or areas. 

Inability to buy a Dermanent home due to frequent transfers, often 
with little or no notice. 
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Check the statement that most nearly expresses vour true feelings relative 
to your future as a Naval Supply Officer? 


Plan to retire after 2@ years unless very favorable conditions exist. 
Will stay until ® years unless I am retired. 

Rope to stay in the Service as long as I can. 

Will resign at the first favorable opportunity unless present 
conditions change. 

Seriously thinking about resigning now.. 








Would your answer to question No. 15 be any different if there had been an 
opportunity to plan your career more successfully? Yes No 





YOUR COOPERATION AND INTEREST IN COMPLETING THIS QUZSTIONNAIRE IS APPRECIATED 
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Now that vou have completei the Career Planning Guestionnaire! 


You are one of a group of 20 specially selected Supply Cfficers presently 
located in the Ninth Navel District cemorising the pilot or pre-study 
survey for this questionnaire. ‘The ansvers of your group will be examined 
in order to determine how efficient these questions ire in gathering the 
inforrntion desired and how well the questionnaire is working in general. 
An comments you mav have relative to the content or the phrasing of the 
questions will be greatly appreciated. Your answers on the questionnaire 
vif will, of course also be included in the final taoulation for the 
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SUMMARY OF MULIPICATIUNS MADE PPENDIX B 


IN CARESR PLANNING QUESTIVNNAL KE 

AS A RESULT OF PILOT STUDY 

Question 2 orilginelly asked the officer to identify his 
present duty as either See, Foreign or Continental United 
States. Ineemuch ea it wes decided to confine the semple, 
1f pessible, only to officers Gn duty within the 
Continental limits of the United States, this question 
then became superfluous end waa eliminated. In ites 
plece was substituted a question on Maritel “tetus and 
Number of Children which it wee btelieved might prove 
more useful, 

The instruotiona in Question 4 whicsn ia coneerned with 
the responding officer's formel educational status were 
slightly reeworded for clerifiesetion, 

Another slight change was mede in Guestion 5, Part it 
Rating Code, Category Ko. 2. Here the sesling waa 
improved by substitution of the word “value" for the 
word "edvantageous” in order to insure that dirferent 
word associations would not disturd the sealing of the 
evaluations, 

In Queation 6, the classifieation Unsatisfactory was 
eliminated aa repetitious and incapable of being clearly 
separated from the classification Dissatisfied which was 
retained, 

An additional aub-Guestion wee ettached to Cuestion § in 
order to determine whether the officer believed he had 
been successful in patterning duty asalgnments,. 
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A*FERVIX B 


Cueation lz wus re-nusbered Question 17 end positioned 
at the end of the  vueationsaire with additivunsl] space 
ailoted for comment, 

uestiong 13 end 14 wore reenumbered 12 enc 135 and 
neverel siight changes were mode Lo the wording of 
certain of the steterents. These questicns were 
crlisineiiy developed by eurveying @ group of of fleera 
who wore esked to illest the sdventeges end dissedvaentages 
Sn @ Naval Career thet were iupertent te them. The 
anewers were then tebulated sid tacluded in the 
Experimental Career Planning juestionneire, As a 
result ef receiving a resoonse Crem the Pilot Study 
Opoup to gll of the atetesents that had been included, 
none were dropred outs 

Pinealiy, Guestions 18 snd 16 were reenunbvered as 14 snd 
15 ond on séditiows1 question was added ae No. 16, Kost 
ef the replies received in the Fillet Study cusmented on 
the new fay Bill ag originaliy developed frem the 
reco sendations of the Hook Commission on Armed Services 
Paye In reeognition of tis interest Questicn Ho. 16 
wee Sevised and inserted, 
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NORTHVESTERY UNIVERSITY 


OFFICE OF Tift PROFSSSOR OF AVAL SCimica 


15 April 1949 


Deer 


The atteched questiornaire on various aspects or career 
planning is pert of ce persom.el research project being 
conducted by this Officer under the joint sponsorship 
of the Graduate School, Northwestern University and the 
Bureau of Navel Personnel. 


A group of Kegular Neval Supply Offieeers ir. vérious ranks 
has beer. selectec at rerdom to oe surveyed in this project. 
You are one of this group. Tre »purposeeed the quest lonmaire 
is to determine vour opinions reletive to your own career 
pattern in particular am carver planring in general. It 

is believed that valuable insights into the meny aud vsried 
problems in effective career phenning may be sevemninedaimom 
this study. 


Adi data on the completed questionnaires will be tabulated 
and analyzea. The information you furnish will be treated 
confidentially. It is ot neccssary Dossm@iem your ma@mes 
This “is not a test - thers are no right or wrone answers 
so piease state your opinions frankly. 


Your cooperation in completins this questionnaire promptly 
is most earnestly solicited and will be greatly appreciated. 


Taek you for participating in this mes@areh cro jccom 17 
career planninz, a subject of vital concern to all of us. 


Yours very truly, 


R. J. GEREARDT, 
Lt. SC, USN 


: 7 PT rOinx 





CAREER PLAUswING QUUSTIO!. AIRE 











Before you start — A CAREER FATTERN for purposes ofthis study may be defined as 

a meaningrul succession of duty assignments designed to develop the professional 
Skill and enlarge the experience of thie individual Orficer fitting him for duty of 
increasing iriportance and responsivility and enabling him to achieve his personal 
objectives of an honorable and useful career in the Supply Corrs of tha Navy in 
é@reas of his greatest proficiency and interest. 


Ll. Present Rank Ace Years Active Commissioned Service 


@e Marital Status: Married Single No. of Children 





de Check all Applicable Classifications: Academy Graduate Line Trensferee 
Reserve Transferee Supply NROTC Program Former Enlisted Service 
4. Education: (Circle category representing present status) 
High School 1234 College I II III Iv Degree Post-Graduate YFS+_ 
Degree 
Se Using code designations indicated, whers applicable, please list in chronological 
order on the following summary your previous duty assignments up to and including 


your present billet. Do not indcicete temporary additional duty essignments 
Separately unless they extended for a period in excess of 6 months. 


a, 






‘Duty RO, ; , Reting 
| (Use Months Type Command | , (Use 
i_Rank Code l) Served (Use Code II) | Svecific Duties Code III 














Exam-Ensien j 8 08 6 __Supply and Disbursing, Destroyer i 
pics t.Cndrt 3 4.13, NROTC : Instructor Supp ly Unt 2 
* 


i 


. : ? 
4. 


no 
e 





I, Duty Code: 
A. Sea, permenently attached or operating from ea Naval Vessel. 
B. Foreign, outside U.S. not permanently attached to vessel. 
C. Within Continental Limits of U.S, 


Il. Type Command Code:: Interpret broadly using these specific categories. (Note: 
this list has been devised for convenience in statistical canparisons only.) 
1. Busanda 
2 Field branch 
ds Supply Centers and Depots, all types. 

4. Ship Yerds, Operating, Repair and Sub Bases 

Oo» Combet Vessels 

6. Auxilliery Vessels. 

7. Wavel Aviation Activities (NAS, etc.) 

8. Staff Duty, Major Commonds. 

9. Amphibious Forces (Incl. MTB's end CB's) 

10. Fost-Graduate 3chools (Incl. Naval Nar College etc.) 

ll. Technical Training (Cargo Handling, Food Preparation, etc.) 
l¢. Supply Corps Schools - Staff or Instruction 

13. Other (Designete type command rather than code in Summary) 


Ii. Reting Code : For each individual Duty fssignment, select the stetement which 
a 
| most nserly represents your evaluation. 
1. This duty was definitely of grent value in my personal cereer pattern. 
é. I believe this duy has been of some value to my careér. 
do. This duty will have little or no apparent effect on my career. 
4. This seems to have been « repetition of previous duty and ot little value. 
5 
€ 





- iy Career m:y heave been retarded wita this duty assignment. 
-« This duty would heave been of greater value later in my carve. 








6. 


8. 


De 
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Eow well were/or are you satisfied with the seperate cereer pattern for sach oF 
the following periods? (Check the answer that most neerly expresses your opinion) 





No Servico 
Well- ine ties 
gee raod Setisfied Satisfied Dissatisfied keriod 


Pre-War 











wartime 
Post-Wer 








From your own observation and experience, list specific billets for each rank 
in which you have served which seem to you to oe most essential and worthwhile 
for inclusion in the design of standardized career patterns. 





Rank | omecific Billet Specific Type Commend 
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Which of the following statements most nearly represents your own evaluation of 
your total career pattern to date? 


I am well satisfied thet my duty assignments seem to fit into a 
meaningful tearecr pattern. 

On the whole, my cureer pattern seems to have followed o logical 
sequence of assignments. 


My carver pattern seems to represent a forced compromise matehing 
my own personal desires with the needs of the Service. 


On the whole, I am not satisfied with certain aspects of my career 
yettern. However, perhaps chance hes not acted in my favor. 


I hava had too meny duty assignments that seem to be "derd-end" billets 
and therefore feel that my personal cureer pattern has been generally 
unsetisfactory. 


At any time in your service have you attempted to select or pattern in any 
manner, duty assignments? Yes No If your answer is Yes, just 
now were you able to accomplish this? (Ploese be specific) 
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Were you successful? Yes l) 





10. 


ll. 


12. 


13. 


Q | 
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Do you believe that the choice of 5 carszer pattern will havo significance 
end be given consideration in future duty assiguments, provided you nev: 
edvised the’ Officer Persornel and eining Division (Detsil S ction) of 

the pattern of duty you wisn to follow? A great dsal some, out not 
too mush Very little None » why? 



































How much information is readily ovailaole to you through official and 
Broiticicl sources relative to cerecr plannimg?, All taat I need 

pome, but not enoug! Very liuole Yone thet I know of . 
In your own case, whet have you found to be the best scurces of this 
data? 
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Eescea below ers advonteges of a Navel Career reported Sy a group of Officers 
recently surveyed. Select and rate in numerical order (with No. 1 your first 
choice) the six sdvanteces you personnelly believe to be most important in a 
Neval Career. In the event thet ay of your edvantazes are not included on 
fais list, indicate them in tne blank spaces provided. 


Prestige as a Nevel Orficer. 
Medicedl cere for self and dupendects. 
A reasonecle smount of joo security. 
& veriety cf assignments end experiences which maintain 
inverest in one's work. 
Congenial sociel environment. 
eriodic promotions in renk. 
Lioerc.l Leave benefits. 
Increasing cuthority and respvnsibility with seniority. 
Opportunity to travel ond live in many different cress. 
ReVirumett benefits st a relatively early age. 
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Listed below are disadventages of a Navel Cereer as reported by a group of 
Officers rscently surveyed. Select and rete in numerical order (with Mo. 1 
your first choice) the six disedventages you dislike most in e& Naval Career. 
In the event thet any of your disadvantages are not included on this list, 
mndicate them in the blank spaces provided. 

Too much chance enters into successive duty sssigrmerts. 

Inadequate Naval housing facilities st many Stations. 

Promotions do not coincide with iscreesing respotsibi lity. 
Inadenuete pay for job and sociel position. 

Frequent end sometimes avoidable separations from one's Lremily. 
Littls or no cousideretior. of personal desires in cnerges of duty. 
Interruption, of children's education. 

Career may be stalled by one bed fitness report. 

Lack of normel civilien contacts and tri@dships due to relative 
short period of residences i™. a cOmmunity. 

Inscility to plan a career with eny assurance thet it will subsequently 
develop in marner desired. 

Assignments to duty at undesirable stations or srcas. 

Inability to buy a pormane.t home due to frequent trunsfers, often 
with little or no notice. 
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14. 


16. 
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Check the statem™nt that mest nearly exoresses your trie feelings gee ou 
to your future as « Naval Supply Officer. 
Phan to retire efter 290 years unless very fevorgole Conditicism ae. 


Will stey until 30 years unless I ameretingd. 

Hors to stay in the Service as long as i cen. 

Will resign at tus first fevcrable opportunity unleceeomesen: 
conditions change. 

Seriously thinking about resigring now. 





"fould your answer 6 Question No. 14. ve any different if there had been an 
opportunity to participate in planing your creer more successfully? Yes 
x? 

170 * 





Mould your answer to Question iO. 4 BOS any difiorent if the nen pay 
bill now before the Congress is passed in substantially the same form 
Ms Oriipinelly proposed? Yes VO . if your answer is yes, how 
would your answer be cnanged? _ 

















What are your reasons? 

















What specific suggestions would you make for the desien sand sccomplishment 
Smhorc meeningful and effective career planning by and for Newal Soopiy 

Nee) 9 Es 

eraicers? 
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eee cae tent agree i A A EIT TN ASS I I I TL LEIS LLL LET ne oY 
[a .————— eee  e 


ce cee tg re ce a OSSD Ag PERE PITT SO TLE ITD ELLE LETS EDD ALI ES TIO nS 


a = 
TE aE EE OS eS AP ED ES eS ee AD a ian iain RE a 


YOUR COOPERATION AND INTEREST IN COMPLETING THIS QUESTIONNAIRES IS APPRSCIATED. 


WY 


























